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_PREFACE , - | P
This book is the outcome of a project on craft apprenticeship ¢

~

" - chrried out by the Scottish Council for Research in Education. The

project involved a longitudinal study, over four yeaxs, of apprentices
entering various engineering trades, particularly /in clectrical and
motqs vehicle repair work. Whilg studies of that type have been
conducted inl the past, the intention in this case was to examine the
apprenticeship system from different rescarch perspectives and by
different methods. o
The outcome of theso differences is & book in two parts, .each
repeesenting ‘a different d@pproach. The first pagt, largely the
responsibility, pf A ‘C Ryrie, is descriptive anddexamines the
apprenticeship sy$tem throygh the eyes of apprentices, employers
and other participants. The second part, the responsibility of A D
-Weir, is based on statistjcal .analyses of a large body of diverse
data ‘and is designed to search out the factors making for success ’
in apprenticeship. It is intended that both parts will be of interest
to the general reader. For'the assistance of any rcader unfamiliar
with' the statistical techniques used in the second part~there are
extensive explanations in the text and numerous conclusions at the
end of each chapter. Thus in spito of the technicality of thjs part’ it
is hoped that readers will persist and follow the argument of both
s parts. Nevertheless, it may. be that some readers will be more
interested in one approach than in the other and; for this reason,
the book has been presented in siich a way that each part can be
read on its own. Summaries are included at the end of each chapter.
.In presenting the book we would like to express our thanks first
of all to the apprentices’ who co-operated with our project over a
period of years, and to officials and staff of training centres, further
* education colleges, employing firms, and a vafiety of other bodies
who gave us facilitics and assisted with ouy enquiries. In particular
we must mention.the South of Scotlapd Blectricity Board and the
Lanarkshire Automobile Group Training Association, with whose
support the study was initiated. Our thanks are also due to a
number of other people who have assisted in the preparation of the
book for ‘publication: Betty Smail, Ray Ramsay and Morag
Bannerman did the typing; Evelyn Steel, Information Officer of the
SCRE, helped to prepare the text for printing; John Powell, Assistant*
Director of tife SCRE, read the text and gave valuable advice. ‘Special
mention must, bo made of Bet Gordon who served as Technical
Assistant throughout.the period of the project. and .without whose
cargful and painstaking work the project could not have- been

completed at all. : :
. : ' ‘ ACR
. _ ADW
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GENERAL .INTRODUCTION

' ¢

Apprenticeship as a means by which young people learn the skills
of a partiCulgr craft is an ancient institution in Britain. It dafes
from the time when the sons of manual workers received little or no
schooling and apprenticeship provided an important means of
education in the broad sense. Its unique characteristic as apri of
education was that it combined employment with education:
young people were cngaged In the practical work of thmr employer
as they learned their trade.

Apprenticeship, however, has never been siniply a means for.

- teaching young people a skilled craft. It has also always been a *

complex ‘' labour market institution, through-which the entry into
skilled trades was regulated and controlled, and contractual obliga-
tions were entered into by emplayers, young persons and sometimes
Jtheir parents. Thus over the years a body of traditions, customs and,
practnccs came to be apphehto the oporaupn of apprenticeship
schemes, representing and arding the interests of employers
and skilled workers. As frequently happens, such traditional arrange-
ments may become outdated and irrelevant, and while some of them
lapse or are ignored or replaced, others continue in force beyond
the period of their relevance or usefulness.

The effect of the persistence of such traditional practices m ‘the
case of apprenticeship has been,to cast doubt upon its value as a
-means of educating or training young péople for skilled work. For
decades writers and commentators have drawn attention to the
madequacy of the apprenticeship systbm from the point of view of
training. Indeed as long ago as the close of the last oentury Sidney
and Beatrico Webb examined the operation of the system in British .

. industry and concluded that it was unlikely to survive:’

“Over by far the largest part of the limited'field in which apprentice-
ship once prevailed, the system has gone practically out of usé.
. Undemocratic in its scope, unscientific in its educational methods,
and fundamentally unsound in its financial aspects; the apprentice-
ihip system, in spite of all the practical drguments in its favour,
is not likely to be deliberately revived in a modern democracy. "1

Neverthelass, appredticeship has not only survived buthas remained
the established means of entry into skilled trades up to the pruont

1 Webb (1913), pp 476, 481.
viii
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time. By the middle of the century, however, there was a growing
awareness that the traditional apprenticeship system was not providing
the type and quality of training required for skiiled work-in modern
‘ industry. Two significant pubHfcations, in particular, Gertrude
Williams® gRecruitment to Skilled Trades (1957)-and Kato Liepmann’s =*
Apprentickship: An enquiry into its Adequacy under Modern Conditions
(1960) drew attention to the deficiencies'of the system from the point
of view of the training needs of industry. Shortly thereafter, following
.. an official report and a White Paper,2 the Industrial Training Act of
1964 opened the way to considerable changes in the whole field of

- industrial training.

_ As a result, partly of this Act and partly of a widespread general
awareness that training needed to be improved, there have been
significant developments in the field of apprentice training. The ~
Industrial Training Boards sot up undér the Act have brought
pressure to bear on oom'%nlios to provide more and better training,

' have issued training programmes, organised courses, and sponsored
research inlthe fleld of training. At the same time there has been an
increased rdcognition of the value of off-the-job training, and com-
pany or group training contres for apprentices have been established
in many industrics. And dlong with this has cbme an increased

_ emphasis on further education as pait of apprenticeship, and more
apprentices have been granted day-release or block-relcase to attend

_a techpical college. In this way the arrangements b .which appren-
tices learn -their ¢rade have been more systematised and have been
linked with the formal education system.
| Moanwhile the continued importance of apprenticeship is indi-
cated by the fact that the proportion of boy school-leavers ontering
;?fenticeships has tended to increase rather than decrease. In the

ars 1965-1975 that proportion has usually been over 40 pertent,
whereas before 1965 it was usually around 35 per cent. Over 100,000
boys and over (15,000 girls enter apprenticeships overy year. In

. ‘Sctland and the north of England the numbers have been particu-
larly high—usually between 45 an per-vent of boy school-

, legvers.3 There is also evidence that the and for apprentice-
ships among, young male school leavers re ins high, although
there are some variations between difigrent parts of the United

Kingdom. 4 N .
All this indicates that apprenticeship dontinues to be an important
2 Natiogal Joint Advisory Coundil (1957); Ministry of Labour (1962). ‘]

. Department o, ment Gazette,
' 4 m Council (1968), p 141, " y.lw Carter (1962), p 95.

—
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X GETTING A TRADE

institution. It is, as we haye said; a complex social institution which
has to'do with employment as well as training and education. 1t is
an institufion within the labour market, regulating entry into skilleg’
trades, and governed in the traditional skilled industries by Joint
Apprenticeship Schemes agreed by employers and trade unions.
At the same time it is an institution by which young people are
trained and prepared for the work of skilled trad€s. Thus approntice-

~ship clearly merits the attention ‘of rescarchers interested in the
ficlds of employment, training, education or social institutions.
Research into subjects connected with apprenticeship has indeed
been consideraly developed in recent years. This rescarch has,

- howevér, been gmainly concerned with particular aspects of the
apprenticeship &stcm. Thesc include methods of selection of suitable
apprentices; the cfficacy of various training methods, programmes
and procedures; and further education.S There has also been a body
of research connected with careers guidance, occupational chgice
and entry into work, and a certain amoynt of labour market rescarch
which bears on apprenticeship. Little attegtion has, however, been
paid to craft apprénticeship as & total system. The present volume

"'is aimed at partially remedying that deficiency by including in its
subject matter not only questions of training or questions ol'employ- .
ment but the whole precess of apprenticeship. .

The widespread and varied character of apprenticeship, however,
makes it difficult to examine the operation of the system as it exists—— . °
in industry throughout the country. So instead of attempting this ‘
it was decided to conduct case studies concentrating on limited
groaps of apprentices in selected industries and localities, and
following them through the perlod of their apprenticeship. This
would give the opportunity of carrying out two parallel longitudinal
enquiries, each of them based on aspects of the operation of the
apprenticeship process as a whole. The first enquiry was designed
to look in detail at the characteristics of apprentices entering the
industfies concerned, and to assess their degree of success in
apprenticeship, taking account of different types of education and
training programmes and of different employment situations. This
research is described in Part II of this volume. The second enquiry
was designed to concentrate on the attitudes and perspectives of the
participants in the apprenticeship system—to look at apprenticeship
from within; and it is this study which is described in Part I. Before
we embark on a more detailell description of the two studies a few
s Details of such research can be found if the annual Training Research Register

compiled by the Training Services Agency. .

16,
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. . e/
words should be included here. about the choice of industries and
apprentices used as a basis for, both.

The choiy of the sample of apprentices was governed .by varioys
considerations. It was ‘decided to conceljtrate on apprentices in
two groups of trades which could be classified togetheg in terms of
education and training programmes. This 1d allow comparisons
to be made between the two. The trade groupings concerned should
be ones’ in which significant numbers of apprentices attended
off-the-job training centres of different types, and others attended
further education cotiirses without doing off-the-job training. For
practical purposes it was necessary that the colleges, training centles
and places of employment should not be too far scparated within
the Central Scotland arca, and that the sample chosen should meet
the needs of both of the parallel studies which wefe being under-
taken. With these considerations in mind it was decided to choose
one group of apprentices entering the motor vehicle repair trados,
and another group entering enginecring trades.  The first group
consisted of apprentices entering the motor vehicle repair trades in
Lanarkshire, and it included all boys ‘starting first-year training.in
1972 at 'one large group training centre (the Lanarkshire Automobile
Group Training Association—LAGTA) or one of two snfaller
company training centres;-together with all apprentices not already
included who enrolled at the same time in first-year day-release
classes in automobile engineering at two technical colleges in the
. county. The other group consisted of apprentices entering various

engineering trades in Stirlingshire or neighbouring areas and in-
cluded all boys commencing training for these trades in 1972 in the

-~ large training centre of tho South of Scotland Electricity Board
(SSEB), a fouridry industry group training centre with a certain
umber of engineering apprentices, a small company training centre,

and an off-the-job training unit within a technical college; together
with all other apprentices not already jncluded who enrolled at

the same time in craft-level courses in mechanical or electrical
engineering at the local technical college. This gave the following

numbers: . '\
. ,
' Motor Vehicle Group Engineering Group
LAGTA .86 -SSEB - ' 4

Other training centres (OTC) 47 Other traiiing Centres (OTC) 71
No uﬂnlmm but attending No training centre but attending
college . 60 college (NTC) 50

Total 193 Total 193

— . ——
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For the purposes of the study of the charaeterisgics of apprentices
and the factors contribwting to success’in gppreaticeship, reported
i Pagt 11, this tofal sample was used. For the exploratory study of
the apprcntucshlp -process from the viewpoint_ of participants
described in Part 1, a smaller sub-sample of these setéeted apprentices
was used. The faturc and methods of the two‘hulcl cnqumcs in
relatidn to these appreptices “will be described more fully in the
two rcspﬁctlvc Parts of this volume, to which we can now turn.

R 4
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PART I: APPRENTICESHIP FROM WITHIN

- NATURE AND AIMS OF THE STUDY

- ’ )

The aim of this study . is to ascertain the goals and pbjectives of
selected groups of apprentices and their attitudes to employment,
training and education; at the same time to cxamine the attitudes
- and perspectives of othnrs involved in the process; and in the light

; of this to assess the operation of the system in the different trades -
- and industries and i ntify some of the significant issues and

blems. Such a study is ﬁ'inkly exploratory in pature. It is not
‘ﬂiﬁtended to test hypotheses or_to make an ovaluation of the

. ‘apprenticeship process by any obpctwe criterion. Even an explora-
~ tory study, however, is based upon certain assumptions about the

nature of apprenticeship afd. the aspects of it which are worth

exploring. Such assumptions will determine both the methods and 4.

the subject matter of the study. To ntake these assumptions clear

- it will be useful to start with a definition of apprenticeship.

For the purposes of this study apprenticoship may be defined as:
a mothod of training by which young people are attached to an
employer for a period of years, as an exclusive means of entry into a -
particular trade.! From this a number of things fojlow, -the first of
which has to do with the general approach and meth%s of our study.
From the definition it follows that a variety of people in different

- positions aro involved in the apprenticeship process. For our purpose

these include: the appeentices themselves; people concorned with
formal training and%ation—the staff of apprentice training
centres- and technical colle, Qs and officials of industrial training
boards; employers and the “officials. of employers’ organisstions.
responnblo for administering apprenticeship schemes and agree-
ments under which apprentices are employed; officials of trade

" -1 The definition is based on one put forward by Singer and Macdonald (1970),

plo,buthllbecnmrthuehboned
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4 GETTING A TRADI .

unions which are also partics to such agreements. The understanding

on which this rescarch is based s that apprenticeship at the local

level exists because of, and takes its character from, the attitindes,

intentions and actions of these vatious patticipants. - As with othe

v institutions o3 orgamsations in society ft can be seen as seiving the

needs or interests of different people or parties in a variety of ways,

In this case the principal parties Sn whom apprenticeship depends

are the employers and the apprentices themselves. We can assume

that cmployers must sec it to be in their interest to engage apprenfices,

and young people must sec it as consistent with their own\goals

and intentions to undertake an apprenticeship. Part of this stlidy,

then, will be concerned to try and discover what the objectives,

gouls and attitudes of apprentices and employers are, so that we

+ can understagd  better why the apprenticeship system  continuces

. at afl.

N Also important for this study is the behief that one method of

\\ assessing the operation of a thing like the apprenticeship system

is to consult the various types of people involved in it. Clearly this

is not the only method. In recent years it has been common to assess

the 'adequacy’ of apprenticeship by 'thc’;;\itcrion of the require-

ments of industry and the nation for skilled manpower, or by

objective measurements of the cfliciency of training. In this study,

however, we arc concerned neither with national manpower nceds

" nor with the objective efficiency of various training methods and

procedures, byt with the adequacy of the apprenticeship system

from the point of view of the participrums. This may allow issucs

and problems to emerge which are not seen from the outside, or
allow existing questions to be seen in a different light.

. A second thing to note in the definition is that apprenticeship

involves attachment to an employer and entry into a particular

trade. It is, therefore, important to take the employment aspect

into account in any study of apprenticeship. In this connection we

have to recognise that apprenticeship is not. one homogeneous

institution. It exists in various industries, trades and types of

employment, and the way in which it is organised and the attitudes

y Ik

Pl of those involved may vary accordingly. Hence it will be important

to include a certain variety of industries, trades and types of employ-
-ment in the study. The employment aspect of apprenticeship also
makes it important to examine the attitudes both of employers and

2 This is in line with a type of sociological theory which sees social malg‘y and
~ the organisation of institutions of society as.‘constructed’ b{n;ho parti 7gmts
(or ‘actors’) within society. See in particular Berger and Luckmann (1967).

-
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. " NATURE-AND AIMS OF THE STUDY 3

apprentices to the work which apprentices do in their employment. -
As far as tho' apprentices are concerned this will be particularly
useful because apprenticeship provides one important avenuc by
which young people enter work. As has already begn said, consider-
able interest has arisen in recent years in questions and problems con-
nected with school leaving and entry into work. There have, however,
been few attempts to discover how young people fare in particular
types of employment and what their attitudes are to particular
kinds of work onoc they are employed. A study of apprenticeship °
from the point of view of the participants will provige an opportunity)
to oxamine the -attitutdes of apprentices to theif work. and the
- importancé to them of having a skilled trade. o

_ In the third place, apprenticeship is degped as a method of
training. We have already drawn attention to the changes that
have been taking place in the field of apprentice training in recent
years. It is not the purpose of this study to discyss the details of
training methods or procedures, but rather to tryito discover what
the attitudes both of the apprentices and of thelother participants
are towards the main aspects of training and education, and what
problems seem to arise. It will also be important to recognise that
there are different ways of organising a programme of education and
training, and to take account of the attitudes of apprentices under-
going different kinds of progfammes.

Finally, the definition of apprenticeship recognises that it involves
young peopld for a period of years. In most industries apprentice- -
ships have to be commenced at the age of sixteen, and nowadays
the apprenticeship period is usually one of four years. It is expected
that during this period the apprentices will grow in knowledge, skill,
experience and maturity. They will undergo progressively advanced
training programmes and be required to do progressively advanced
work. Apprentioeship is, in other words, a process. It will be
important for our study, therefore, to take account of this period
of years and this process of development. We will want to follow
the group# of apprentices in different trades, industries and types
" of employment, undergoing different programmes of education and
training, from the time when they commence their apprenticeshin
until they have served their four years.

The study described here is therefore a longitudinal one, involving
contact over a period of years with particular groups of approntjces
and other participants in the apprenticeship system in particular
industries, with a view to discovering their attitudes to both the
employment and-the training aspects of apprenticeship. In carrying
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out the study we have addressed ourselves to the following general
questions: -

(n) What are the goals and objectived of the apprentices as they
go throughe the apprenticeship process, and arc they being
achieved? )

(b) Are the programmes of trainiug and education undergone by
apprentices experienced by participants as useful and approp-

- mate and sufficiently udfified? _

(¢) Do the arrangements for the employment of apprentices,
and also the allocation of work to them, fit in with the goals,
interests and needs of apprentices and employers? .

(d) Is there evidenq of signizcant differences in the way apprentice-
ship operates in different industries, trades and establishments?

(¢) Does an understanding of the goals and objectives of partici-
pants contribute towards an explanation of wh renticeship

" has persisted as a social institution to the present day?

For the purposes of this exploratory study a random sample of
half the apprentices in each training sub-group of the original total
sample (seqpage xi) was selected.’ -

This ga®® the following numbers:

Motor Vehicle Group Engineering Group
LAGTA 42 SSEB e 37
OTC 19 oTC n
NTC <29 NTC 23
Total 90 . Total 92

The motor vehicle group was a more homogencous one in terms of
the types of employment of the apprentices, since they all worked
in motor repair workshopés\&f some description. This group can, .
however, bg divided by type ®f work done in the workshop, as is
shown in Table 1. It will also be seen from the Table that most of
the apprentices (73 out of 90) in this group were training to be
motor mechanics, but that there were a few auto-clectricians, body-
shop apprentices (panel beaters and spray painters), plant fitters and
partsmen. The engineering group was more varied in the types of
employment represented. The largest single group were employed
by the $SEB, but these were divided into ‘Generation’ apprentices,
who would be going to work in power stations, and ‘Distribution’

3 More preciscly, a 0% sample was drawn from those remaining after the first

.. month, during which time a few had dropped out.

-

s,

16



Motor Vehicle Group

TABLE 1

' - 9.
TRADES AND TYPES OF EMPLOYMENT OF APPRENTICES -

‘ ‘ No. of No. of Apprentices in various trades
0. N
Type of Workshop Establish- | Motor Auto Plant Total
. ments - Maechanic Eloctrigian Body Parts 44 Fitting Apprentices
Small, light.vehicle * |g " \zg ; 5 ~ il ﬁ ‘
lm t m’ £, 1 o
Large, lunﬂed 6 .19 — — 3 — ]
Heavy vehicle . 13 12 1 1 'y —_— — 14
Plant Fitting 4 — — — — 5 5
Total ., 'y 7 4 4 4 5 99
Engineering Growp \ .
: No.of ‘ No. of Apprentioes in various trades "
- 0. r
Type of Establishment | Establish- Electrical | Instrument | Mechanical | Fabrication Total
' . ments Electrician Fitter Mechanic. Endneerlns Engineering | Apprentices
SSEB Generation K — "= s 76 — 19*
SSEB Distributipn < 10 18 —_ — v — — 18
Blectrical contractors 7 8 — T — —-— —_— 8
0ontractors 4 8 b — —_ — — 8
s (main ) 7 2 — — 7 1 10
Factories (mainténance) 9 S o — 3 12 — 20 .
Production s 1. - —_ 3 2 6
Structursal 3 - . - — 3 k]
Tota! 52 42 7 8 28 , 6 op

. OneSSBBGucnﬁonappl?ﬁoadmppedom

he was allocated to a particular trade.
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N , TABLE 2, 4 | - .
'S ’ r '
. FATHERS' OOCUPATIONS . ’
Motor Vehicle Growp N
] i . guiat . ' v ‘
' Time- . & Not
4 Professional, s‘m?' . Served " Self- . Semi-- - working:
Managerial | Technicians | Craftsmen | Employed -Skilled Umlgilled Total
LAGTA 2 Y 12 3, 18 1 J—. 42
orC -2 2! 4 1 1 7 1 2 19
N NTC 1 "3 3 5 14 s 2 1 29
All 5 n 19 A 39 4 3 .90
. - T 7 l -
T*‘ i . \ y
. sors, Time- - J— Not
Professional, m Served Self- Semi- working:
*Managerial | Techniclans | Craftsmen A/Bmployed Skilled Unskilled Deceased Total
‘ A
SSEB 6 6 8 2 13 1 1 kY]
oTC 3 9 T 1 11 h ] _— 32
NTC — —_ B 1 ( -1 6( — 2
Al - 9 18 18- 4 . 35 |1o 1 n,.
g ({ . ; - '
- . ‘ L. 1" R “
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apprentices who would be going to work
districts. Others were employed b
as eloctricians. Others again were involved in mech
maintenance work in a variety
fow bolonged to small production enginoeri
The ¥stablishments themselves varied in size,

. electrical contractors employing five y six peo

Motor Vehicle Group

o -
NUMBER OF SCE O-GRADES ATTEMPTED

NATURE AND AIMS OF THE STUDY ~~

TABLE 3

[ G

N

7

in the Board’s distribution
y electrical or building contractors
anical or electrical
of foundries and factorics, and a
ng or structural firms.
from small High Street
ple to branches of °

L]

- T )
R None 1-3 46 | T+ Total |
LAGTA 30 1 10 1 2
QTC 12 - 13 6 — 19
N 26 — L2 1 29
i ———
<Al 68 2 18 2 90
L 1 ) . d
.-’ﬂ,‘
Exgincering Group
None 1.3 4-6° T+ Total
. SSEB 10 2 16 9 YA
oTC 8 4 11 9 N
NTC 12 k] 4 4 23 .,
All 30 9 L k)| 22 v 92

international firms and nationalised industries. The engineering
group were also more varied in tho trades they were entering. More
than haif were in electrical engineering of different types, but there
were a good number of mechanical engineers and a foew entering
fabrication trades—welders, coppersmiths and boilermakers.

Two other picces of background information about the two
groups of apprentices are worth including here. The first concerns
their fathers’ occupations, and is shown in Table 2, From the table

At I8 clear that there was no great differonce be the two groups
“in this respect. Most of the fathers were somi-skifled or skilled
manual workers, though there were also several clerical workers,
supervibors and technical staff of various kinds. There were very
fow sons of unskilled workers, except amongst the no-training-centre

apprentices in the engineering group., -

2
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The other point has to,do with the apprentices’ progrc\si-at school.
Table 3 gives the number of SCE O-grade examinations which they
sat. This shows the level of course they had been allocated to during
their secondary schooling, and thus gives an indication of how they
were rated or assessed by their schools. It will be seen that over
two-thirds of the motor group but less than one-third of thc Tngineer-

- 4ing group left"school having attempted no O-grade- examinations.

Most of these boys left when they were fifteen. Meany more of the
engineeging apprentices had sat quite a number of O-grades. Thus
the engineering boys as a whole a ?car to have dope considerably
bett® at school than the motor boys.

Such then, was our sample of apprentices. All of thesc were
interviewed within the’ first six months of starting their apprentice-
ship, and again in their second and third years. The interviews
were conducted at training centres or further education colleges, or,
in the case of a few who were no longer attending any such institu-
tions, at their place of work. During the apprentices’ fourth year
contact was difficult as many were no longer involved in off-the-job
training or further education, and consequently we conducted only
a very limited enquiry. In the case 6f the motor vehicle apprentices
this was done by brief personal contact at, their place of work;
and with the engineering apprentices by’mcans of a short mailed

questionnaire. Inevitably the number of appretitices declined over -

the period because a few dropped out of théir apprenticeship.
Wherever possible we followed up those, who did 50, to- ascertain
both their reasons for dropping out, and their subsequent employ-

:ment.. The numbers interviewed each year are jAdicated in

Table 4. .
As well as interviewing the apprentices we also called at - the
various places where they worked to interview the person in the

“firm or establishment who had overall responsibility for apprentices. -

Imr large firms in the engincering study this was usually a personnel
or training officer, or a manager specially chosen to have oversight
over apprentices. In small firms it was the works manager, the
general manager, or the owner (in the case of a very small busigess).
In garages it was usually the service manager or fieet enginecer. We
interviewed 49 such ‘employers’ (as wo shall call them all) in the
motor study, and 48 in the engineering study.4 The interviews with
the motor employers took place carly in the course of the research,

4 In two of the 52 e;tablhhmmt: in' the engineering study the employers were
not available, and in two other cases the only apprentice in our sample had
out some tithe before our Visits to employers. _‘
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with the result that some issués which only emerped, or came to our
attention, later on were not discussed with them.
" During the later part of the research we interviewed the instructors

in the training centres which our apprentices had attended. These - "

.numbered nine in the moter study and 20 in the engincering study.
We also interviewed those teachers at the technical colleges who

TABLE 4

NUMBERS REMAINING IN l?;’l;!lil}‘\gEW SAMPLE IN DlFFéRENT

s Motor Vehicle Group

First Second . Third Fourth Year
Interview Interview Intérview Enquiry
"ILAGTA 2 N 42 @ 38 31
oTC 19 17 2% 12 9
- NTC 29, 27, ¢} 21 14
. re 2 b
.| AlMV 90 " 86 wWar | s
. - :_ Pt
M L1 . —
L
- Bhgineering Gmni
First Second, Third Fourth Year
) Interview Interview Interview Enquiry
SSEB REY) 34 33 25
oTC 32 32 . 30 29
NTC 23 T 18 11
“ANEN 92 87 81 65

had had the imain responsibility for teaching the large body of our

apprentices. These numbered eight~{n

the engineering study and

nine in the motor study. Finally, we paid visits to the offices of
other ordg%';tions which had responsi

aspects of

apprenticeship system in the

ity in co
des and i

we were concerned with. We had interviews with rep _
the Engineering Industry Training Board, the Construction Industry

" Training

jon with
dustries
tives of

the Road Transport Industry Training Board, the

Scottish Motor Trade Association, the Electrical Contractors’
.’Association of Scotland, the Amalgamated Union of Engineering

Workers, and the Electrical, Blectronic Tclocommunicauons and

Plumbmg Union.
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10 JETTING A TRADE

Given our generf objective of discovering and understanding the
attitudes and perspectives of tha various participants in  the
apprentioeship progess, the interviews we conducted with all these -
people were of a broad exploratory natute. While we had a schedule
of questions to guide the interview, in each casc respondents were
encouraged to give their opinions freely andN\po discuss the issucs.
We subscquently carried out a rough numerical analysis of the
responses to show the spread of opinion on various topics. This
allowed us to make comparisons between Wifferent groups and to
observe-changes in the overall pattern of the apprentiges’ attitudes

‘e from year to year. But in addition we made an intensive study of
th® words and concepts used by the respondents, so as to achieve a
* better understanding of their manner of 4hinking, of the detail of
their thought, and of the weight attached to various opinions. -
things which become obscured by quantification. In the account
which follows, thercfore, we include a few figures, percentages and
tables to help the reader to grasp the overall picture, but we do not
attempt any - sophisticated statistical analysis. This would be in-
appropriate with interview responses of this type. Instead we attempt
to fill out the numerical outline with discussion of the concepts and
ideas used by the respondents, frequently giving quotations from
thejr own words. It will be seen that in a number of cases we were
in?e?cstcd in problems or «issues raised by only a minority of the
respondents.

It will be clear from this account of ourmethod that witt follows
will be an individual interpretation of the attitudes of the participants
in the apprenticeship process. It does not represent an objective
assessment or measurement of factors involved in apprenticeship
but rather onc person’s understanding of the process and the issues
involved as they me apparent to him in the course of these
particular studies. The remaining chapters of Part I are divided
into two sections. .Section A offers a description of the attitudes of
the apprentice§ themselves, taking account of differences between
the two groups and between groups undergoing different training
programmes, and taking account also of the development of

A attitudes during the period of apprenticeship. ‘No attempt is made
to present a systematic account of the views and attitudes of other
participants, but these views are included in Section B, in which
there is a discussion of issues and problems of the apprenticeship
system, as these emerged from our studies.




SECTION A
¢  THE ATTITUDES OF THE APPRENTICES
A

[}

| ‘ - \
s I

Thé“'purposc of this section is to present an account of the vicwsl
attitudes and intentions of the "apprentices as these were revealed-
during a series of interviows.

Thig theory on whichi this account will be based is that apprentices’
attitudos are best understood and explained as part of, or derivations
of, the overall goals or objéctives with which the apprenticeship is
pursued. In other words, it wilk be assumed that lads who under-
take an apprenticeship lasting a period of years will see this as serving
certain _purposes for them. Theso purposes may or may not be

- clearly formulated in their minds. They may or may not be con-
- gistently related to the objective characteristics and conditions of the
. gpprenticeship system as it exists today. Nevertheless, these under-
,gg objectives will be the basis or source of the attitudes which the
apprentices adopt to a variety of matters connected with their.
trajning, education and work. Convorsely, the apprentices’ attitudes
will be most easily understood and interpreted by reference to these
overall goals or objectives. Such, at any rate, is our theory. « o
It is an important part of the method implied in this theory that
~ these objectives should net be defined or determined a priori from
- outside’ the interview responses, but that they should bo_identified
"+, Within what the apprentices themselves had to say. In other words,
**"the key to understanding the data is to be sought within the data
. themselves. In spite of the apparent circularity of this approach
( it can be held to yield a more valid interpretation of the attitudes
, of the*apprentices than one which uses am externally derived or
a priori framework, The method- adopted, thon, was to scrutinise
- “and reflecf on the responses as a whole to discover whether any
Mdin goals or gbjectives seemed to emerge. On doing this it became
» clear that there were certain threads or strands which ran through
the whole serics of interviews, and in the light of which the attitudes
of the apprentices on many particular points scemed to make sense.
What' these main objectives were will bocome clear at an early

11
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\ C
stage in our discussion. In keeping with the appf®ach outlined here
we will not discuss them at this point but will draw attention to’
them as they emerge, and we will then interpret the apprentices’
. attitudes in the light of them as we proceed. .
The subject matter of this section is divjgéd into three parts.
*First of all, in Chapter. 2, we look at the entry of the boys inta’their
apprenticeship and their attitudes to their trade and work. Secondly,
. in Chapter 3, we discuss what the apprentices thought about their
- training and education. And finally, in Chapter 4, we consider the
' apprentices’ view of their own future prospects.
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We start our account of the attitudes of the apprenticos by con-
sidering how they came to embark on their apprenticeship; what
their views were of the work of the trade which they were learning,
and what their motives or intentions were in pursuing their apprentice
training. o :

Choice of Tr o, ‘
Bearing in fhind that ‘choice’ of trade may be either deliberate
" and purposeful or haphazard and adventitious,! we wanted to
discover first of all how it was that our apprentices found themselves
in their present apprenticeship. So the first interview started by ourﬁ
asking the boys what they had wanted to do on leaving school, /.
and how they had gono about finding a job. The replies-revealed
at once a difference between the motor vehicle and the engineering
apprentices. About half of the motor vehicle boys (48 7,) said they
had left school with the clear idea of becoming motor mechanics;
whereas only about a quarter (26%) of the engineering group had
had a clear idea of one trade they wished to enter. From the boys'
own accounts, therefore, it appears that the enginoering apprentices
were oﬂe whole the more open-minded when they left school,

) e motor group were the more committed at an early
stage. - -
We could not, however, be sure that the boys’ recollection of their
intentions at a previous period were accurate. To find out more
about this, therefore, we compared the responses we had received
from the boys with the Careers Office records, where available, of
the boys’ interview with rs Officer before they had left school.
From this it emerged thal was little discrepancy between what
1 A distinction to be found in Sheriock and Cohen (1965).

13
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14 i GEFIING A TRADL

_ the boys said to us and what they were recorded as having indicated

to the Careers Officer. Overall the picture remained unchanged;
the boys who entered enginecring were less committed at the time
of leaving school to one particular trade they wished to enter.
However ik each group were some who had had ne idea of
what they wanted to do r school, as well as some who had had
a very clear idea. We will want to observe whether as time went on
these initial differences in the boys® intentions bore any relation to
thelr subsequent attitude to their trade, their work and their future.

The difference between the two groups in their initial choice of
trade is further indicated by their response to a question about
what influenced them in their choice of trade. Table 5 shows that
the very large majority of the aotor vehicle apprentices were cither
influenced in their choice by their own practical experience of
working on cars (their fathers’, or brothers’ or friends) or clsc
were aware-of no influcnce at all. As a number of tﬁcm said:

¢

TABLLE §
PERCEIVED lNLsLUENCE ON CHOICE OF TRADE

e MV EN
N e N %
Practical experience 42 48 11 12
Studies at school or collcge 7 8 33 " 36
Other people 12 14 23 25
No remembered influence KR} 38 25 27
Totals 94  l08* | 92 1

* Four MV apprentices gave two responses each.

“It was just my own idea.” Few of them were aware of having beeq
influenced by other people and where they were it was usually by
friehds or brothers, not by parents or teachers. Even fewer were
consciously influenced by anything they had studied at school or
college. With the enginecring apprentices, however, the position
was reversed. Studies at school or college was the largest single
perceived source of influence, and the influence of other pecople
including parents and teachers was also recognised by a quarter
of the boys, while practical experience was felt to play only a small
part.

Taken together with the previous replies, these figures show an
important difference between the attitudes and motives of the ‘two

v
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groups of apprentices at the start. ‘»T)'pncally, the motor vehicle
apprentices came into their apprenticeship with-a more personal
and single-minded interest in working with cars or engines. Their
level of schooling was, as we saw earlier, on the whole somewhat
lower than that of the engineering apprentices, and they were
_ relatively uninfluenced either by school or by older advisers. They
" were pursuing their own interest in motor mechanics, sometimes
in spite of the advice of clders. The followifig are typical statoments:

*1 wanted to be a motor methanic since 1 was at primary school.
But 1 also helped a boy with his car. No one recommended it.
My uncle, who's a haulage contractor, said it was a bad trade-
the muck and that.”

*“It was my own conclusion. My parents wanted me to sit O-levels.
. I like motors. I've always been a fanatnc smm 1 was wee.
\ : l helpcd my father and brother with their cars.’
*]1 wanted to be a motor mechanic . . . I wasn’t influenced by
anyone. My ideas came from my own mind, not my parents.”

The engmcenng apprentices, on the other hand, were less person-
ally interested in or committed to one trade. Most of them had
had more schooling than the motor vehicle boys, and had
o%o the influence of school.and the advice of older peopld.
Typi

1 statements of this position include:
*1 didn’t have a clear mind. ‘bBut my father said it was better to be
angngineer because there will always be jobs for engineers.”

*“I wanted something on the practical side. Ithought of engineering,
or clectrician.”

“VWg did a lot of physics in our second year at school. We had a
good teacher. That made me interested in electticity.”

Now that they had embarked upon their apprenticeship, however

did they feel they had made the right choice and were now in the
most suitable trade for them? A few of the apprentices in the first
year (17% MYV; 229 EN) said the trade they most wanted to enter
was different from the one they were in fact entering. Most boys
in both groups, however, felt they had secured entry into the trade
_they most desired, and few of them changed their view on this
point during the course of their apprentloeshnp It would appear
that there.was, rather, a tendency in the opposite dlrccu%amnamely,
/ to mtlonahse and Wpt what they had got, even if it was™hot their

.. 2,
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first choice.? This was seen particularly amongst the engineering
apprentices; of the 20 who indicated in the first year that they were
not in their originally preferred trade, 12 said in the second year
that they now thought-it was The best trade for them. Amongst the
motor vehicle grolip there was some movement in both directions:
seven out of ten who were originally doubtful felt later that they
had entered the right trade; while seven out of 65 who originally
regarded the motor trade as their first choice later thought they
would have been better in somcthing else. The important thing to
¢ TARLE 6

REASONS FOR REGARDING A TRADE AS IMPORTANT
(FIRST INTERVIEW) i

MY I'N

Yo N P . N

Trade-security 77 69 80 74

Money 19 17 it 28
Skill, t of work,

knowledge 14 13 24 22

Job-security 16 14 13 12

rospects 7 6 9 8

o real advantage 6 5 2 2

(Totals are morethan 100 per cent because some
respondents gave more than one reply)

note, however, is that these responses bear little relation either to
the presence or absence of & clear intention when they left school,
or (as we shall see) to their intention to stay in or leave the trade
later on. Apparently the large majority in both groups, having
started an apprenticeship, were inclined én hold to the view that
they had made the right decision, regardless either of theiy original
desires or of their long term future intentions. We shall/ return to
this point when we come to consider their future intentions.

The ten&ncy to setfle for what they had got even if" it was not
their first choice was probably influenced by the boys’ views of the
importance of gotting a trade of some kind, and thereforo of settling
down to serve their(ti In the first interview only a very small
number (9, MV; 7, EN) said they had not been very much concerned
whether the job t t was an apprenticeship or some other kind
of job. The others all'felt, with varying degrees of emphasis, that
getting a trade was important for them. Similarly, enquiry as to the
1 Roberts (1974) draws at ention to the prevalence of this tendency.

p Mo
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reasons for wanting a tradc\brought a remarkable unanimity of
response. Yoo

The large majority (77 °/ MV; 809 EN) believed that a trade
was important for rcasons of future sccurity or jobopportunitics.
What they had in mind is seen from the form of their replies. Over

and over again the same phrases were repeated

“1t's something to fall back on”;

“you've always got it behind you',

“You can gct a job more easily if you've got a trade”’;
“You can take a job anywhere.”

Further enquiry revealed their meaning more clearly. It was
not that they thought that a tradesman had any more security
against redundancy than other workers; most of them folt ho could
lose his job just as easily. But having a trade provided a particular
kind of security: not job-security in the sense of a job that will not
fold up; but trade-security, or the opportunity provided by having
a recognised skill of transferring from one employer to another.
This would ensure that if they were made redundant, or if they wished
to change jobs for any reason, they could more casily find another
one. They could even take a job outside their trade and if times
were hard they could «fall back on their trade,” because ‘“you always
have it behind you.”

The frequent use of conventional stereotyped phrases in the
apprentices’ replies on this point suggests that they were giving
expression to something which is commonly believed and under-
stood, and which they had learned and accopted from others.
This is further indicated by the fact that, when asked if anyone had
influenced them to think that a trade was important, a very large.
proportion of them (80% MV; 857% EN) referred to pare s:

“My parents said a trade was important for security.’’
“It was really my parents that made me go for it.”

“My parents said better get a trade because of the way unemploy-
ment is going just now.”

Or more bluntly:
“My mother said: ‘Get a trade or I'll kill you!".”

Perhaps it was because they had taken over the idea of the im-
portance of a trade from parents or others uncritically that a certain
number of the apprentices began to change their minds as time

-
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went on. By the second interviews a considergble mmornity of the

. motor group in particttlar (29°, MV; 5%, EN)felt that a trade was
not essential; and this view gained ground in both groups in the
thud mterview (37°, MV, 35, FN). By this time the idea had got ’
around that there was more money to be had in semi-skilled work
or even in labouring, and it was not so clear that all the advantages
lay in having a trade:

“It's important for something behind you; butgf it's money you're
after don’t go for a trade.” ~

“It’s not so essential now. All sorts of people get on bdyger without
onc. It's something to fall back on, but | sometimes wonder
if it's worth jt.””

“The money's bad compared with drivers and labourers."

“It’s important but it's not where the money is - you're better off ,
labouring.”

Nevertheless, most of those who felt this way still thought that a
trade did carry with it the advantages of the 4 urity that goes with
' transferability of skills; and the majority of all the apprentices still
gave this as the most important reason for acquiring a trade through
apprenticeship.
* Referring back to Table 6 we see that a certain number of the
apprentices, particularly in the engineering group, spoke of other
advantages as well.3 Having a skill that others do not have, being
.able to take pride in it and to derive satisfattion from doing skilled
work —this was one of the advantages mentioned by some (14%, MV:;
147, EN):

“If yod have a trade you take pride in your work.”
“It’s a more interesting Job—wider scope, more variegy—that's
the main reason.” ‘
“I was looking for training—the skill of the job.”
" 'Is a skill. You've got to use your knowledge and make up
»# Your own mind."”

Another point mentioned only by a few (7% MV; 9% EN) in
reply to this question about the importance of trade but significant

3 The fact that these were mentioned b only a small proportion of the appren-
tices in reply to a free-réponse qng: on does not mean that these advantages
were not in the minds of the others. Most respondents were content to
mel:gon only one advantagefftrade-socurity—and did not 80 on to mention
ot . .
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nevertheless for a lator. stage of our discussion, was the opportuuity
offered by a trade for carcer development:

“You fnust have one if you want to get anywhere —if you want to
work your way up."”

““You've got no chance of getting on without a trade or quali[}'é"a-
tion. . . . Pay or promotion are the chief advantages.”

These responses provide the first indications of the overall goals
or purposes of the apprentices to which we referred ip the introduc-
tion to this section, and which can usefully be identified now.
They are: firstly, the achieving of a particular type of long-term
security based on the transferability of skills from one job to another;

~_secondly, the acquiring of certain practical skills enabling them to

take an intetrest in their work; and thirdly, securing the opportunity
for career development in the future. It is not being suggested that

these objectives were present in their minds of all the apprentices -

equally. The third one in particular seemed to be a significant
objective for only some of the boys. But all three emerged, as we
have just seen, in the replies to our enquiry about the rcasons for
wanting a trade. We belicve that the apprentices’ attitudes as a
whole cart helpfully be interpreted in the light of these objectives,
and we shall attempt to show this as we proceed.

Befare moving on, haweveff, we should ndje that one other type
of reply was given to the question about the importance of a trade
(sce Table 6). A certain number of the interviews in the first year
(19% MV; 319 EN) theught that a trade was importapt because

«t would lead to better pay in the long run. As we have already scen,

a contrary view was provalent at a later perigd. We do not propose
to discuss this point now. The apprentices’ attitude to money was
complex, and we shall require to give it special attention once we
have discussed other responses.

Attitude to Work ) '

Since apprenticeship is an arrangement by which training for the
future involves participation in the practical work of the job at the
same timp, it is important for us to look not only at the apprentices’
attitudes to training and education, but also at their attitude to
work in general, and to the work of their trade and their workplace
in particular. As is well known, this is an extremely difficult 11::&
to explore, gince the danger of beiffgiven facile or socially cortect
answers is particularly real. We approached the topic by following
three lines of enquiry. In the first we wanted to discover whe‘wr

—
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.
the apprentices liked or dishked their work in general. But becmise
of the dangers we have referred to we approached the question
obliquely, by asking (in the first and sccond interviews) first whether
in the boys' opinion most older people did o1 did not enjoy working.
It was hoped that this would serve to discourage facile positive

responses by the apprentices about themselves.
' Tapiy 1 »
ENJOYMENT OF WORK 4
i
i MV . EN
! 1 tst Year | 2nd Year| Ist Year | 2nd Year
, . N %o }N *w N “s N
Adults b
Most adults enjoy work 2829 4 1 30 28 28 2
Mixed 14 13 10 8 16 1§ 27 23
Most donyt enjoy work s6 SO TS 6l S 47 47 40
Don't know | 2 2 1 1 22 1
Totals 100 90 | 100 81 | 101 92| 100 B8S
. Self
| 1 enyoy and expect to continue
10 enjoy 46 41 17 14 37 M 8 26
I enjoy but may change 49 44| S} 43 ] 53 48| 49 4l
1 enyqy to a limited extent 2117 S 19 16
1 don't enjoy s s 9 7 9 9 P 1
Don’t know — - | I (1 1
Totals : 100 90 | 101 81 {100 92 101 85
, b B
» . - e

It will be seen from Table 7 that in the first year a minority of less
than a txird thought that most adults enjoyed work, and the
proportiony fell even further in the sccond year. In each case the
larger number thought that most older people did not enjoy work.
We then asked them whether they themselves enjoyed working.

In spite of their verdict about older workers, the vast rity of °

4 In the case of this and all subsequent tables where responses at different
stages are compared, figures were extracted which sho what the position

~ would have been if those who later dropped out were excluded from the
figures for the first year. In every case the exercise made no difference to the
trend, and so these figures have usually been omitted so as not to make the
tables excessively complicated. They have however been retained in Tables 12
and 13 where gomparison between the different stages is especially important.
In any table ywhere the totals do not corres nd with the total numbers in
the sample in that year, this indicates that there was no response by a few
respondents to the question concerned. -

-
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the apprentices in both interviews insisted that they themselves
enjoyed work, and a large number in the first year, thought that they
Uwould continue to enjoy working even in adult.life. By the second
year, however, some of the boys were less sure about théir enjoyment
of work. It is worth.noting that there was a greater change of
response between the two interviews in the motor group than in the
engireering group:mofe of the motor apprdqtices thought most
adults did not enjoy work, and fewer of th;}btpcctcd to go on
enjoying work themselves. We shall take up th$ point again in
due course. Meanwhile, however, the main point to notice is the
generally positive note sounded by thé large majority of the appren-
tices when asked for their general reaction to work.
Our second line of enquiry was to ask in the first intcrview what
in the apprentices’ eyes were the advantages of the particular trade
. they were entering, compared with other trades. The intention here
was mainly to discover to what extent they viewed their work and
trade instrumentally, /e, as a means of securing oxtrinsic rewards
such a§ money, status or security, and to what extent they viewed it
expressively; /e, as something to be done for its own sake and its
own intrinsic satisfactions. In reply the majority of the approntices
(65% MV ; 60% EN) indicated that for them the advantage of their
particular trade was simply that they liked the kind of work which
it involved, In fact, many of them seemed surprised at the question,
since they assumed that the answer was obvious. To thoose a
trade wagitantamount to deciding what kind of work one liked the
most. one boy put it: *“What would yoy,go into a job for if
you didnft likeAt?" It had not occurred to mOt of them to consider
other W such as futuro rewards, security or status, in their
deciding betwoen one trade and another. Some, it is true, did refer
to theso things, and it.is perhaps worth noting that there were more
amongst the engincering than amongst the motor apprentioes.
This is in keeping with the impgpssion we received earlior of the
enginvering boys as less enthusiastically devoted to one trade and
more critically open to alternatives. But even amongst them the
majority referred to intrinsic satisfactions rather than extrinsic
rewards as the main criteria for preferring one trade. Furthermore,
the interviewer was left with the impression that many of those in
both groups who did not mention intrinsic satisfaction were taking
this for granted. This points_to a high level interest of both in work
in general and in the ‘work of their particular trade amongst the
apprentices at the start.
* " The third line of enquiry was to try to discover as fully as possible

C
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what were the apprentices’ thoughts and fechings about their work
during their second and third years, once they had had longer
expericnce of it. On each occasion they were asked to indicate
ficcly what they liked and what they dishked about thenr work.
Their answers were probed and discussed in order to gain as complo
an understanding as possible of the appreatices’ attitudes on th‘iE)
point. The answers were subscguently coded in order to give
rough idea of how widely pm'ti&lur opinions were shared, but At
would be a mistake to base too much on numerical comparisons
with answers to this type. The most striking thing about the
sponses was the number of apprentices, (2nd year: 497, MV; 417
/'l‘-f‘N. 3rd year: 32°, MV; 582, EN) who made spontaneous reference
to liking the morc demanding jobs. Many of them referred specifically
to tasks which were “difticult’” or required skill:

“I like engine work. . . . It takes more thought. I like the difficult

bits.” (MV) .
"1 like working with motors—engines. It's more dimcuw

I like it.”” (MYV)
"I like the big jobs- - they need more skill.” (EN)
1 like stainless steel welding —it's more difficult.”” (EN)

"1 like jobs you have to think about- problems --difficult jobs.”
(EN) \

There was, howéver, a small group of scven motor apprentices
in the secohd year and nine in the third who made particular
reference toj liking the easier jobs. We shall want to see later on
whether. thése boys differed at all from the others in their perform-
ance or progress through their apprenticeship.

Another exception was provided by those motor apprentices,
29 in number, who by the third year came under an incentive bonus
scheme. With them a distinct terminology seemed to apply.. Whereas
clsewhere a “big job” or a “‘good job” referred to a comparatively
advanced job involving a reasonably high level of skill, the appren-
tices in the bonus garages tended to use these terms to refer to jobs,
whether simple or difficult, on which it was possible to make good
bonus. In the same way, any job on which it was not possible to
carn much bonus, even if it was a demanding or intrinsically interest-
ing fob, was spoken of as “rubbish.” It scems that incentive bonus
schemes, by introducing another set of values and eXpoctations
with regard to work tasks, tend to detract from the apprentices’
interest in difficult jobs with a high skill-level.
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Closely related to the liking for difficult tasks was the appreciation

of opportunities to do jobs on their own, or tp sece the results of

their work and to get a sense of achievemeng.~References to liking

this type of work were made by about a quarter of @figboys in the
second year and by over a third in both gpoups in the third year:

“(YE(;:; get satisfaction from making things go and seeing it work."”

)

I like being given a job and left to do it in my way.” (EN)

““When you overhaul something and see it working.”{EN)

“You get satisfaction if you've stripped down an engine and built
it up again and it goes first time—you‘ve done it!” (MV)

“When you strip down an engine and build it up again and you
see it running and you think that you've built it.”” (MV)

The other main thing that many apprentices appreciated about
their work was variety: :

“Thexe's a lot to do—a mixture—you're not doing the same thing
all thdtime.” (MV) '
. “There changes all the time-—variety—there’s ‘something
different ¥ do.”” (EN) ' .

But alongsid\this a good number of the apprentices were beginning
in their second year to experienco some dissatisfaction. Already
many of them were discovering that the work did not consist only

.. or mainly of the bigger, more interesting tasks they enjoyed. A lot

of it was routine, repetitive and sometimes boring, and this was

\_ the most significant of the things they disliked about their work:

“I'm doing lubrication all the time—the same thing every day.”
(MV) o

“There are too many services—day in and day out.” (MV)
“There’s not much variety—you're always on the same thing.”
.- (EN)

This source of dissatisfaction which was singled out by about a
quarter of the apprentices in each group in the second year, apparently
increased considerably during the cohrse of the next 12 months.
In the third interviews it was mentioned by roughly hglf the boys
(51% MW: 48% EN). It scems that, while, as we have seen, most
of the apprentices liked being given demanding, responsible work
with a good skill content, by the third year a large number of them
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were particularly conscious of the routine, repetitive tasks which
required comparatively httle skill.  In this connection it is worth
noting that none of the apprentices complained that they were hung
worked too hard, or that too much was being expected of them in
terms cither of lhc quantity or nature of their work. On the contrary
there were complaints from a few boys that there was not cnough
to do:

“Sometimes there's nothing to do - 1 don’t like this.”” (FN)
“It’s boring sitting about - there are too many men.” (EN)
“I left - because there was not enough to do - 1 was bored.” (MV)

The only type of demand Which apprentices complained of y!ﬁ
mentioned by a few ‘of the motor apprentices who. spoke of not
being allowed to finish jobs they were on before being called away
to something else:

“I don't like being kicked about from one job to another before
I finish it."”
“If you get started on a decent job, someone takes ybu off it.”

What ecmerges from thesc three lines of enquiry into the apprentices,
attitudes to their work can be summafised as three points, which
can be stated with different degrecs of confidence at this point.

Firstly, it seems quite clear that the large body of the apprentices
in both grdups had quite positive attitudes to work, particularly in
the first stages of their apprenticeship. They knew that many
adults did not like work, but they insisted that they themselves did.
They chose their trade, or assessed the advantages of various trades,
on the basis of the enjoyment or sgtisfaction which they thought
would be derived from that type ofs%vork rather than on the basis
of any external reward. And they emphasised their liking for
achievement and for doing the more difficult tasks. Together these
responses indicate consistently that for the majority of the apprentices
work was something which they expected to find interesting and
satisfying.

The significance of this finding wﬁbe scen by setting it against
those of other studies which have shown that there are thany young
people who have little or no u\terest in work and who cgnnot under-
stand the notion that work can bo'enj able.5 Even when we allow
that sofe of our apprentices werd Bgs enthusiastic than others,
and a few preferred easier as opposed to more demanding tasks,
' See especially Carter (1962), pp 213-231; Thomas and Wetherell (1974), p 130ff.

I
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this type of entirely negative attitude to work was not shown by
any of the boys in our sample. One plausible assumption we may
make is that the attitudﬁof apprentices entering skilled trades
tends to be different fronithat of many young pcople entering less
skilled occupations, since they expect the work of tradesmen to be
interesting. Indeed, some of our boys made this point quite explicitly:

“If you have a trade you enjoy the job more.” (MV)

“Most people.who are just labouring will work for m?ihe'y. But a
craftsman who is making things can get enjoyment.” (EN)

“Tradesmen are happier at their work.” (EN)
A number of studies have in fact shown that most tradesmen are

interested in their work, or at least that they expect to find it interest-
ing.® So it would appear that in this respect our apprentices are

typical of y older tradesmen.

oy

Secondly, there are fair/l‘y,étru indications of a certain amount of

_ disenchantment creeping”in during the second and third years of

their apprenticeship. This is soen in the increasing number who
spoke of their dislike of routine, repetitivo and less skilled work.
More tentatively, we can detect a suggestion in the responses 8o
far that the motor apprentices were experiencing this disenchantment
to a greater degree than the engineering boys. When we recall that
a larger proportion of them than of the engineering group started
their apprenticeship with single-minded enthusiasm for their par-
ticular trade, and then observe that by the third interview more than
half of them were complaining of routine, repetitive work, thero
would appear to be grounds for this conclusion. In addition the
nature and tone of many of the motor apprentices’ comments add
weight to this—comments which do not find very many paraliols
in the responses of the engineering group: ° o -

“T don't like greasing and servicing—you’re just doing the same

thing.” A .

“ get bored with only services.” ‘ e

“I've never done engines and only once done a gear box.”

“Tyres aroe boring.”

“I loathe servicing—it's the same thing over again—it's a bore.”

It would be a mistake to say much iore at this point about the
development of the attitudes of the motor apprentices on the basis

¢ See for example Wedderburn and Crompton (1972), p 23; Blauner (1964), p 32;
Goldthorpe ¢t dl (1968), p 23, 37. ‘ .

[ R ] -
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of this evidence alone; but we should bear the point in mind when
we come to discuss later responses. -

Thirdly, it is useful to recaR our suggestion that one of the main
objectives or purposes of the apprentices in serving their time was
to acquire practical skills which would allow them to take an interest
in their work. The attitudes to work which we have described in
this chapter—the positive response to work in general and more
particularly the references to liking the more difficult and demanding
tasks and work which gives a sense of achievement—should, we
suggest, be soen as an indication or illustration of this goal or
, objective. It is fundamental to an understanding of the attitudes
of these apprentices to realise that they were not only interested in
extrinsic advantages of having a trade, but that most of them
wanted to be able to do skilled practical work and to learn the skills
necessary for this. These were practical-minded young men: they
wanted to do practical work with their hands and they saw
appronticeship as a means of learning how to do these skilled practical
tasks. Thero were, of course, the apparent exceptions. Byt it is
important to understand the desire of the majority to aeguire practical
skill if we are to understand also the boys’ attitudes to training and
cducation, to which we turn in the next chapter.

Money

Before leaving the general question of the apprentices’ attitude
to work, however, we should add something about their attitude to
money. As was indicated earlier, this attituge was complex, and
at times seemingly contradictory. In the first interviews a certain
number of boys (19% MV; 31% EN) indicated that in their view
one of the advantages of having a trade was that a tradesman
cventually carned more money than qtfier workers (see Table 3
above). This view was not shared by all the apprentices, and, as we
saw earlier, the main advantage of haxing a trade was seen as trade-
socurity, rather than money. Nevertholess, the belief that a trade
would lead to better wages in llylong run was current. in tho first

Very few of the apprentices in the first and second years, however,
gave any indication that money was important to them at that tirhe.
Fow in the first interview (109 MV; 199, EN) gavg.it as one of the
. reasons for. preferring their particular trade. And in the second
interview when they were asked what they liked ‘and disliked about
their work only a very small proportion referred to money as some-
thing they liked (6% MV, 5% EN) or as something they were

- : A , ,
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dissatisﬁed about (9% MV; 2% EN). Some of them simply declared
that they were interested in the work itself rather than the money:

“I like the work I'm doing. I'm not interested in money.” (EN)

“My dad is just intorested in money and getting on—not in
enjoying work. I think you should enjoy work."” (EN)

“(Money's) not the most important thing—it’s better to like the
job.”” (MV)

“I find it interesting—I couldn’t care less about money.” (MV)

We may comment in passing that these findings are in keeping with
reports from many other enquiries to the effect that young people
show no great interest in money.7

Many of the apprentices realised, however, that money would be
important later on, and regarded their apprenticeship as a postpone-
ment of financial rewards in the interest of learning. This came out
in responses to the question about whether they enjoyed work :

. “If 1 was working only for money I would have got a job at 15.
I'm working because there's a lot to learn.”

- “No apprentice is working just for money—he’s working to learn.”

“When I'm leaning the trade I'm looklng for expenence When
my time’s up I'll be looking for money.”

“As [ get older I'll want more money, so there will bo more
emphasis on that.”

“Later on it will be just for money. When you’re older and you 've
a family you need to do more things."

There wore of oourse a few who doclared a special interest in money
from the start:

“I'm workmg) only for money. I don’t think anyone works for
satisfaction—but there might be some."”

- The genoral attitude, however, in the earlier stages of apprenticeship
was that money. was not important at the moment, but it would be
later on, and a good wage would be theirs when their time was out.
By the third year, however, there was apparently a slight increase
in concern about money. In their replics to the general question
about likes and dislikes at work, spontaneous reforence to dissatis-
faction about money increased in each group (from 99, to 189, MV;

7 P (llg‘slnamnhon (1951); J (1952); Carter (1962); Veness (1962),

/p
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from 2°, to 19°, EN), and spontancous reference to appreciating
their wage also increased (from 6%, t0 99, MV from 5, to 12°,EN).
On this occasion those who did not refer spontancously to moncey
were asked what they did feel about the money they were getting.
Putting the responses tagether we find that the majority (58°,, MV,
67°, LN) declared themsclves satisfied, but that those who wete”
dissatisfied formed a considerable minority, especially among the
motor apprentices. 8 ‘

By the third year, also, as we have secn alrcady, many of the
apprentices were not so convinced of the overriding importance of
having a trade. In part this scems to be duc to a change in their
belief that tradesmen carn more than other workers:

“The way things are going just now, you're as well without a
trade labourers get more money.”

At this stage most of the young wen were still convinced that a
trade was of some importance, and none cxpressed regret at having
commenced an apprenticeship; but it is clear that few of them now
saw the advantages of having a trade in financial tesnis. In fact, a
number of them indicated that they regarded their trade as a sort
of stand-by security, “‘something to fall back on”, which would
leave them freé to take up more lucrative, work

“1 could change to heavy goods driving for money; | can fall

back on my trade.” (EN)
“I might need money and so go to a less interesting job \y(ch
1 would do only for money.” (MV) . /

Wo may sum up the apprentices’ views about money in tHi
Most of thegn were not very concerned about money at Ahe start,
and while ﬁrcst in money grew to some cxtent, it
felt to be a matter which would be of importance afte
during apprenticeship. It was thought by many at the start that
having a trade would probably yicld better wages ventually, but
this view tended to alter later on. This did not, howeyer, substantially
alter the belief that it was worthwhile serving apprenticeship.
All in all it seems fair to conclude that a desire of meney was not a
significant ésm of the apprentices’ goals or purposes in serving
* It is worth noting that most (22 out of 27) of the motor apprentices cxpressing

themselves dimsﬂed with money were in large private car garages, while

of the 38 sati boys only 11 were in such . This is quite possibly
related to the fact that most of these garages and few of the others operated

a bonus system—a point we have referred to already and will return to more
fully later.

10
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their time, and should not be placed alongside the three main goals
which we have identified.

Summary,

As the apprentices came into work and started their training
certain attitudes seemed to be shared by the majority of them.
These included the desire for getting a trade of some sort, mainly
for the sake of what we have called trade-security; satisfaction with
the particular trade they had entered; a positive attitude to work in
general and a keen interest in doing the work of the trade; and a
lack of concern with money t:%his point together with a realisation
of its importance later on in life} At the same time certain differences
emerged amongst the apprentices which may be important: they
varied in the extent of their original commitment to the idea of one
particular trade when thoy had left school, and a‘small minority
were doubtful about whother they had entered the right tr n
addition, the motor vehicle and the engineering apprentices cm_
a number of differences which will require further discussion latef on,

The responses discussed in this chapter have allowed us to identify
three main goals or objectives which seem to have been present to
a greater or lésser degree in the minds of the apprentices as they
served their time: the desire to achieve trage-security; to acquire
practical and satisfying skills, and to secure opportunities for career

. development. The first two of these, in particular, can be clearly
seen in some of the attitudes we have discussed so far.
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LEARNING THE TRADE

It was explained in the Introduction that the apprentices in both
the motor and the engincerimpatudy were selected from groups of
boys entering different types of training and education programmes.
In each case there was one large group agtending a major off-the-job
training centre (LAGTA and SSEB), smaller groups attending other
training centres , and others who received only on-the-job
training with no training centre cxperience (NTC). Again in each
case tho majority of the apprentices attended one technical college

~ on a day-release Busis, while a smaller number attended Sther

colleges. The following account of the boys’ attitudes to their
training and education takes account of these different arrangements,
as well as of differences in their trades and the characteristics of
their empl firms. )

. We ‘may stastsby referring to the ‘apprentices’ overall attitude to

" the kind of training they were receiving, as this will set the scene

for the more detailed .discussion to follow. Asked at the start for

~ their views of the kind of training they thought they were going to

get, the large majority (83 % MV, 85% EN) said thoy thought they
wero getting a'good training. While such a response to a question

" of this kind in the' early- stages of apprenticeship may not be un-

expected, it is worth noting that more than a third (35%) of the
52 boys who were not at training centres expressed soms reservation

about the quality of the training they were getting. !

By the second year most of the engineering apprentices (68 %)
gave the same response, but half of the motor group (31 2) now
1 9% of the 117 training-centre apprentices expe such reservations:

m«%ﬂmbﬂwﬁum various groups of -
the

tices were tested for statistical significance using the chi-square test.
Jovel ‘a8 p=003 or better this is indicated in a foot-

» : .
- a ‘

note, In this case p<0-001,
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made some criticisms of their training. The position was not
substantially different in the third year. In both the later interviews
the non-training-centre apprentices remained slightly less satisfied
with their training than the others. With this general picture in
mind we turn to, the more detailed aspects of education and
_training.

Off-the-job Traming @ .

Sinco there was an importaft division in both groups between
apprentices who were receivifg off-the-job training and those who
were not, our next enquiry/was aimed at discovering whether or
not they were in favour of attending a training centre in the course
of learning their trade. The responses showed that the training
“centre boys were overwhelmingly in support of this kind of training,
and this view was if anything strengthened during the next two years
(88 per cent of all training-centre apprentices in 1st year; 90 per cent
in 2nd year; 95 per cent in ard year). What is more inwmt}pg howy
ever is the view of the apprentices who were receiving no oft-the-job *
training. In the first year nearly a third of them (31 %) feit that they
would be better at a training centre, and this proportion rose to
not far short of two-thirds by the third yoar (2nd year 459; 3rd
61 9,). These findings are interesting and important. We can
ume that most 15- or 16-year-old school leavers are koen to
an actual job of work, and indeed we have already seen how
apprentices themselves were keen on working and on being
ven the responsibility of doing real practical tasks which yield a
sense of accomplishment. There is also evidence that some young
people are impatient of institutions which preserve their Jearner
status in a school-type situation.2 The high and growing level of
support for training centres amongst our apprentices, then, scoms
to point to, two things. The first is the g¥nuineness and gencrality
of their desire to learn their trade well and to be given the best
opportunity for doing so—a further indication of the importance
of that e of the main objectives of the apprentices which we
have the desire fr practical and satisfying skills. The second
is the realisation on the part of the apprentices of the inajiequacies
of on-the-job training for teaching an apprentice all he needs to ’
know—a point we shall return to later. _

As to the reasons why they favoured or disfavoured a spell at a
training centre, the apprentices in their first year had on the whole
~ very well developed ideas. In the main they justified their position
© 1 Carter (1962), p 232. '
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on the grounds of the suitability of the learning opportunities made
available to them.

The training-centre apprentices were in no doubt that they learned
more and better at a training centre. Some of them perhaps were
a little apprchensive about starting work and for them the training
centre provided a gentle introduction to the uncertain demands
and dangers of industry: -

“I was quite keen to come to a training ccntlc —TI didn’t want to
' be flung in blindly.” (LAGTA) .

A “You peed a training centre so that you know the dangers. If you
- were in real work you might touch the wires.” (SSEB)

“(If you were) in a work right away you wouldn’t know anything
. about the tools, and they'd take the mickey out of you.” (SSEB)

Most of them, however, emphasised the superiority of the instruction
in-the off-the-job situation. They belicved that they reccived more
instruction because their instnictors had more“time:

“You're better in a training centre; in a garage the mechanics
don’t have time to explain.” (LAGTA)

“*Men at work can't takc so much time to explain. ""(SSEB)
“Who would teach you ig a garage?” (LA A) .

Also they learned how to do things in the nght way by the proper
methods:

4 “Here you learn the right way to do things. . . . In a garage you
just got the quick ways."
‘“This is better—you legrn to got things right.”

And you are taught a greater variety of things:

“Therc's more variety. In a workshop you only know about
your work."”
“Here you get everything about aMorts of cars.’
Some of them also had gathcrcd from others that in a first year in
a work&hop the apprentice is often not given much real work or
aining: .

“In a garage you're mostly sweeping floorg and going mcssages

"For_l.ha\f}rst year you'd just make tea.”
“In the workshop you're domg messages and going for tools "

Q ' 44
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As for the apprentices who did not go to training centres, some
of thegn clearly had misconceptions as to what sych centres wore
like. They thought it was simply a matter of classroom explanation
or demonstration with no opportunity to do the practical work of
the trade:

“You're working in a garage . . . not just getting shown in photos.”
(MV) .

“You'd probably get a bit bored (in a training centqg) if you
never saw an engine.”” (MV) :

“(In a training centre) you're just getting shown.” (EN)

Others of them expressed a liking for the wdrking"ironment and
the scnse of being able to do the real work: L

“You like to feel you're working—it's not just a_continuation of
school.” v

_ Maiiy, of course, believed they learned better in hvorkshop situation :

“You learn the basics better in the workshop.”
“It’s better to pick things up {or yourself.” . )v

Some, however, discovered to disappointment that they did
not learn as much as they thougit they would on-the-job, and this
no doubt largely explafns the increase as time went on in the number
of nop-training-centre/apprentices who favoured off-the_job training.
Forfxample, one apprentice clectrician said in his ﬁ,r}t ear:

“You would got bored at a training centre. You're definitely better
going out with the men.”

But by his second year he had changed#g mind: .
' “A training centre is better: I’ve been on one job for ten months.
. . . I could be learning other things.” -

Returning to the apprentices who did attend training centres we
find that the large majority of them expressed satisfaction with the
training they recsived. In the first year three-quarters of the ing-
centre apprentices in each group declared themselves wholly satisfied
with the instruction and explanation, and the rest had only minor
criticisms. In the second year the critics were even fewer (7%, MV;
23% EN). In thé thi terview apprentices were asked to look
back on their periods atfihining centres and give their comments
on the training, includi e length, &timing and content of the
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different periods of off-the-job training, in the light of their sub-
scquent experience at work. Most of the apprentices still expressed
general approval of what was done at tramming centres. A minority
of ten per cent in cach group were now of the opmion that their
periods of off-the-job tyaming were a waste of time. Roughly half
of each group (51°, QV; 58¢, FN) had no comment other than
that the training was good. The others had a variety of different
comments, ansing from the exploratory nature of the enquiry.
Some felt the first year was better than the later periods, and some
felt the reversc. Some views, however, are particularly wotth noting
for the purposes of our later discussion of issues connected with
training and education. The separatjon of training centres from their
real work was commented on by sote of the enginecring apprentices
in particular. For exumplc a power station apprcnticc felt that the
training centre was too different from a power station,” and another
thought that ‘‘you should go to a power station during the time -

perhaps a month at a power station.”” A foundry clectrician in a
group training centre thought that “you could have gone to your
company for a short spell to know what you'rc going to. You're
wondering about it for a whole year.” Differing views were expressed
on another issue, that of the speed of work at a training centre. A
distribution electrician thought there should be *‘more emphasis on
speed. 1 get shouted at because I'm too slow. You're just taught

M GETTING A TRADE

\%ow to do it-- not how to do it fast.”” But some of the motor

echanics, aware of the pressures of work in a garage, welcomed
the fact that “at LAGTA you've all the time you need”, or *‘you’re
not under any rush to get the jobs out.” ]

Another issue of interest in connectién with training centres is the
breadth of training. It is part of the policy of most training centres
to give training on a fairly broad basis, offering at least some
instruction in trades other than the one the apprentice is entering.

In particular those centres which follow the first-year programme of
the Enginecring Industry Training Board offer a first-year common

basic training in which apprentices are taught the basic skills of the
different engineering trades, but with particular emphasis on
mechanical €kills. Bearing in mind our apprentices’ acceptance of
the traditional idea of trade-security wich implies the exclusive
possession of one particular set of markch%o skills, we were
interested to know their reaction to learning skills other than those
traditionally associated with their own trade. So in the second
interview we asked whether they thought it was a good thing to
learn something about other trades, or whether they should con-

6
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LEARNING THE TRADE 3
oontr:tc\s‘their own. It turned out that the idea of learning some-

thing about other trades was supported by over two-thirds of the
apprentices in each group (69% MV; 69% EN), and rejected by
less than a quarter (249, MV; 179 EN), the rest making qualified
or mixed responses. There were no significant differences between
.apprentices involved in different types of training programme.
Support for learning about other trade8 was based partly on a
general belief that it is good to “get an outlook on other trades”,
or to “have an understanding of other, things™ even though they
would never do that work ; and partly ox‘xfm idea that it might become
necessary some day to do some of the work of other trades.

This general support must, however, be qualified in one particular
respect. During the first-year basic training course of the Engineering
Industry Training Board comparatively little time is usually spent
on clectrical as opposed to mechanical skills. While there are
considered reasons for arranging the course in this way, it is under-
standable th&f sdme of the electrical apprentices, looking back on
their training centre experience at the time of the third interview,
felt dissatisfied. To them the first yoar “a waste of time as far
as being an electrician was concerned”, it “a bit of everything
—not enough electrical.” “From the poin§ of view of being an
electrician,” one boy put it, “it’s no use gt all.”” This particular
point does not, however, alter the general
of learning something about other trades, an
training for this purpose.

Apart from, their view of the training received at off-the-job
~ training centres, what did the apprentiaes feel about the atmosphere
- and relationships in the centres? On this point reactions were mixed.
In the first interviews most (62 9;) of the apprentices at large training
‘centres (LAGTA and SSEB) but a smaller proportion (47%) of
those at smaller centres declared themselves happy with the way
they were troated. By the second year the majority at each of the
training centres were oxpressing satisfaction on this point. The
conflicting views of apprentices in the same situation, however,
make it clear that individuals react differently to the training centre
environment. Comments from within one centre include:

‘%Mu great—yoit couldn't ask for better.”
' “So they treat you like kids.”

“As if you were one of them.”
“You're treated like a load of bairns.”

47




3o GETTING A 1RADL

There is no indication from our analysis, however, that these
differences are related to other aspects of the apprentices’ attitudes
Both types of comment Agveal that apprentices expect to be trcated
as aduolts. 1t is not surpriging that in this respect the non-traming.
centre apprentices who wentstiaight imto a real work situation scemed
to be more satisficd than those at traming centves in the first
year. The large majority of them (79°,) apparently appreciated
relationships with the tradesmen under whom they were placed.
Nevertheless, it seems that even at the training centres only a
minority of the apprentices felt that they were not treated in the
way they wished, while the majority had their expectations of adult
treatment fulfilled. ‘

The overall verdict about trimmng centres given by the apprentices
of both groups entering different trades and undergoing different
training programmes is a very positive one. Off-the-job training
was appreciated by the large body of those who received 1t and
cenvied by a growing number of those who did not. Points of erticisny
made by a few apprentices about some aspects of the basic engineer-
ing training, about the length of cxclusion from their real work
situation, and about relationships within the training centres, do
not detract from the general impression of approval given by most.
The basis of this approval was that off-the-job training offered themp
the best opportunity to acquire practical skill, and so fulfit one of
their m‘ain objectives in serving an apprenticeship.

/

On-the-Job Training

We turn now to the apprentices’ views about the training being
received on-the-job at their employer’s workplace. The picture
that gmerges is complex because of the many different situationy
of the apprentices in our two groups. As was outlined in th
Introduction there were differences in thg boys® trades, in the size an
type of work and other characteristics of their employing firms, in the
proportion of on-the-job as opposed to off-the-job training within
their apprenticeship programme, and in the arrangements and’
planning of their on-the-job experience. Because some groups of
apprentices spemt the larger part of two years in training centres,
the enquiry about on-the-job training was largely concentrated on
the third interview, to allow all of them to have had meaningful
experience of this aspect of apprenticeship/

On-the-job training can be thought of as having two inter-related

3 For the difference between the NTC apprentices and the training-céntre
apprentices taken as a whole p<0-01. ’ .
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LEARNING THE TRADE 7

clcmentsg\:hich are present in varying degrees: explanation, and
work expgrience. The comparative importance attached to these
clements varies with different firms and training programmes -
a fact which raises issues which we shall discuss later on. Meanwhile
we shall attempt to present the apprentices’ viewpoints under theésce
two heads.

(i) EXPLANATION

Before discussing the apprentices’ view of the quality of the
explanation given them at their work, we must ask what the arrange-
ments for explanation were, and who was responsible for explaining
the work to the apprentices. 1t js widely assumed that apprentice-
ship still ufually involves the attachment of each apprentice for a
long period of time to one journcyman who has the responsibility of
explaining and demonstrating the work of the trade to the apprentice.
In fact, this traditional type of arrangement appeared to obtain
only to a very limited extent in the situations in which our apprentices
were involved, and a variety of flexible arrangements was more
typical. In the motor garages boys might be put with a tradesman
for longer or shorter periods of time during their first two fears,
or they might be given simple jobs to do on their own. By the time
_ of the third interviews, over two thirds of them (68°)) said they

were working on their own. Indeed even by this stage one or two
apprentices had a junior apprentice working under them. Among
the ongifvesing group, however, only a very few (14 %) were working
on their own ingheir third year, and most of these were in very small
workshops. On other hand only four indicated that there had
been any long-term attachment to one tradesman. Normally the'
engineering apprentices were cither put to work with a particul §r
man for a short period of perhaps a week, or more often a day, or
possibly even for the_duration of one job; or elso\they would be
working with & group of tradesmen without attachment to any one
man. This latter arrangoment was particularly prevglent in main-
tenance departments in factories. The lmporﬁant i
note is that under the arraggements wluch the boys

there was usually no one tradesman who had overall
for systematic explanation to any particular apprentice.

This being the case, it is not surprising that many of the-a
expressed dissatisfaction over the explanation they received a
work. Table 8 gives a rough division of responses in the thres
interviews to an enquiry about the adequacy of explanation in the

D . . \
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workshop, showing training-centre apprentices and non-training-
centre approntices separately.

~

— e

TABLE 8
ATPOBACY._OI/1:XPLANATION ON-THI-JOR
Motor Group /
1st Year 2nd Year 3rd Year
1r¢ [ Nrc | TC | NTC | TC | NIC
% N [ % N %1 N|% N|% N|% N
F.xplana?lon
sufficient (75 46)*( 54 15| 61 36| 48 l’ 68 34|57 12
,l-lxxlnnation . ~
eticient (25 1) 147 13|37 22152 13130 15|33 7
Mixed —_— | — - 2 1} - — 2 110 2
Total (100 61) |101 28 [100 59 {100 25 100 50 |10 21
'S

Engineering Group

Ist Year 2nd Year Ird Year

TC NTC TC NTC | TC NTC
% N | % N|% N[ % N[% NI% N
Explanatiop .
sufficient (74 52)(56 13175 24|57 12|65 41}61 11
Explanatipn ,
eficien (26 18) (44 10|19 6[29 6]27 17|39 7
Mixed —_ |- —] 6 2|14 3} 8 S5|— —
Total (100 70) 100 23 |100 32#)100 21 (100 63 {100 18

* Jhe figures in brackets give the training-centre lpprenticm' ICSpONSes CoNcern-
ing explanation in the training centre, since at the time of the first interview
they had not yet had any on-the-job training. They are included here for
comparison purposes.

1 This total excludes the SSEB apprentices who were still at the training centre
in their second year, and who were not asked tRis question.

It will be seen from the table that in each group in each year a
substantial minority were dissatisfied with the explanation being
given them on-the-job. This contrasts with the number who ex-
pressed satisfaction with the explanation in training centres (75 per
cent in Ist year, 84 per cent in 2nd year of all TC apprentices).
It will also be noticed that there was a tendency, not statistically

(' significant but observable in each group in each year, for the non-

training-centre apprentices to be more dissatisfied than the others

\
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with explanation on-the-job. These responses combined with the
fact noted earlier that by the third year a majority of the non-training-
centre apprentices felt that it would have been a good thing to have
gone to a training centre, are an indication of the inadequacy, from
the point of view of many apprentices, of on-the-job training un-
accompanied by spells at a training centre. We may note in passing
that those apprentices who were dissatisfied with explanation in the
workshop were particularly pronpe to feel that they might leave their
employer or their trade in the future; but this is something we will
" take up later on.

If we take a closer look at what the boys had to say on this
subject, we find that most of the detailed comments were made by
those who were critical of explanation on-the-job. The others
mostly said it was all right and left it at that, although a few did
give fuller expression of their approval: .

“They’re experienced mechanics—they explain' very well.” (MV) «

“The foreman explains a lot—and most of the others too." (EN)

Those who were dissatisfied had a considerable number of com-
plaints. One of the most common was that tradesmen did not have
the time to explain: (

“Most mechanics never stop to explain—they're too busy if you
ask them.” (MV) .
“Things should be explained m?m——the men haven't got time to
explain.” (EN) L
But some felt that the main troupld‘wu not so much lack of time
as lack of inclination or caring: '

“Fhave a feeling that they don’t care: they just give you some-
thing to do and that’s you.”

“When I came bacl\ﬁ’rbm the training centre) they never bothered
about us—you had to get a man yourself to go with.”

A few apgmnticcs had received the impression that the explanation -

was in uate because the tradesmen themselves did not have
adequate knowledge

¢ - “Some of them don’t know a thing . . . of those I've worked with
about half know what they’re doing.” ,

These three poiats were brusquely summed up by onaboy who said:
“Some can't be bothered, some don't know, and some don't

have time."” : .

"
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The fact that they were not attached for any length of time to one
journcyman but changed from one to another caused a further
difficulty for some apprentices. They discovered that different
tradesmen had different methods of work and explanation, and this
left them sometimes puzzled and uncertain:

“The fitters keep changing,” one boy };omplaincd, “and this gives
a difficulty.” 7

Other comments by the apprentices illustrated the importance of
personal relations for explanation on-the-job. While most lads got
on well with the tradesmen, a few found the men moody or ill-
tempered, with the result that they were hesitant to ask about things
they did not understand:

~

“If I asked I got a grumpy answer.”

In such situations it was sometimes possible to find a way round a -
particular problem:

“I ask another guy in case thefﬁrst one jumps on me.”

But understandably some boys preferred to remain ignorant than to
incur the men'’s displeasure:

“I don't bother asking because the men are creeps—they moan
if you say you don't understand.”

In addition, some men appari:ntly made i clear that they no longer
saw it as their responsibility to explain the trade to the apprentices;
day release to go to technical college ought to be sufficient for that:

“They don’t explain very much. They just ask, ‘What do you go
%to Tech for?.” '

“To keep these points in Lrspective it should be remembered
that the majority of the apprentices in both groups felt they were
receiving adequate explanation. To some oxtent this satisfaction
may reflect the fact that they did not expect very much explanation

in the workshop, at least by the third year of apprenticeship:

“You don’t need taught after a certain stage—you can do it
yourself.” ) ,

“It's up to tho apprentice to find out.”

“By doing jobs yourself you learn more than if you're with a
mechanic.” '

202 .
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In other words, some of the apprentices looked upon their periods
of on-the-job training as a time for learning by experience rather
than by explanation. Whatever their expectations were, however,
more than half of the apprentices declared themselves satistied with
the explanation given them in their workshops.

Nevertheless, the comments of those who were dissatistied make
it clear that there were problems for a considerable number of
apprentices in connection with explanation on-the-job, and that
these problems arose in their experience primarily from the naturc
of their relationship with the tradesmen. Lack of time amidst the
pressures of the workshop, lack of interest in the apprentices or of
kindly disposition towards them, lack of knowledge of some technical
aspects of the trade, and misunderstandings about their responsi-
bilitics towardg the apprentices, together with the workshop
arrangements by which tradesmen were not normally given res-
ponsibility for any one apprentice for any length of time—these
were the things which in the perception of a number of the apprentices
affected their relationships with some or all of the tradesmen and
thus made on-tho-job/training less than satisfactory.4

The overall picture that emerges from the apprentices’ responses
about explanation in the workshop is one of broad satisfaction on
the part of the majority. But a considerably greater amount of
dissatisfaction was expressed over this than was expressed about
explanation in training centres. From the apprentices’ comments it
wouldappear that the place where difficulties were felt was in the
actual ‘contact between the boys and ‘the journeymen alongside
whom théy worked. .

(ii) EXPERIENCE

The other clement in on-the-job training is work experience—.
the opportunity to be involved in the doing of the various tasks of
the trade in the real-life dituation. As was said earlier, opinions
differ as to the degree of explanation which should be part of on-the-
job training; but there is no doubt about the importance of work
experionce in the learning of the trade. The adequacy of this ex-
perience for the apprentices can bo assessed according to two -
writeria: the level of work which the apprentice is given and expected
to do, and the breadth of experience or of the skill-arca cover@@ by
the tasks in which he is involved. Both these aspects were taken up

»
4 Cf. Liepmann (1960), p 105: “Insufficient teaching of craftsmen is a general
source of serious dissatisfaction."”

-
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in the third interviews, by fvhich time the apprentices could*look

back on considerable periods of on-the-job training. \

Understandably, perhaps, the question of the level of their work
was not somothing to which the apprentices had apRarently given
much thought. That others were concerned about this question we

shall sce later. There was practically no evidence that apprentices

felt that the level of work was excessively advanced or that too
much was being asked of them. Only six of the 152 boys in both
groups in the third interview said the work was sometimes too
advanced or too difficult, butewan for them it did not appear to bo
a significant problem. “More did feel that the work was too simplo—
that they were not being ted with sufficient tasks of a high
skill level (18% MV; 25% E Those who felt this were spread
over various types of firm and various trades, and there is no evidence
that this view is associated with the type of work or work allocation
in any particular workshop. It doés appear, however, as we shall
scc later, that dissatisfaction with the level of work had some
connection with the apprentices’ future intentions. For our present
purposes the important point is that most of the:apprentices in their
third year (78 9%, MV; 65 %, EN) were satisfied with the level of work
they were being given to do. One or two, it is true, declared that

- on regghing their third year they had begun to get the righ®level of

work only after taking action to secure it:

“I was being used for a bit—digging trenches by myself, driving 4
van. I threatened to leave and it’s all right now."

There were, however, remarkably few complaints’ of this kind, and
in fact this line of enquiry drew very little in the way of explanatory-
comment from the boys. It was apparent that the level of work did
not constitute an issue in the: minds of the apprentices in the way

- that the lack of explanation did for some of them. The possibility

of establishing different levels of work within a trade and allocating
them to different grades of craftsmen had not occurred to most of
the apprentices. Generally they accepted the view that the work of
the trade what it was, and were satisfied if they were getting
practical expirience at the level of skill they associated with the trade.

The same degree of satisfaction did not, however, appear to
exist with regard to the other of work experience, namoly,
the breadth of the skill area, or variety of tasks covered. This
was particularly apparent amongst the engineering group. Table 9
gives the responses to a question on this topic according to the type
of work done by the apprentices’ firm.

3 "
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From the table it is clear first of all that the motor apprentices
as a whole were more satisfied about the breadth of the work-
experience than the engineering apprgntices were.3 We saw earlier
that some of the motor group secemed to feel some disenchantment
with the work of their trade as time went on. The relatively high
level of satisfaction with the breadth of thenr experiecnce which we

TABY,% 9 -
BREADTH OF WORK-EXPERIENCE IN THIRD YEAR

Motor Group

Small Garages H Plant
Private | Private & | Ve ‘Zre Fitting
Garages Mixed Garpges (Workshopsl All MV
% 'N % N % (N % N % N

" Fairly wide :
experience 61 11 69 25 83 107 80 4 70 50
Limited
expericnce 39 7 28 10 17 2 20 1 28 20
Mixed, unsure —— 31 —_— —_— 1 1

Totals 100 18 | 100 36 [100 12 J100 5 9 N
g

Engineering Group /
Maintenance }
SSEB Departments Others All EN
‘ % N . % N % N % N
. Fairly wide
experience { 63 19 27 7 40 10 44 36
Limited ,
experience 30 9 73 19 52 13 51 41
Mixed, unsure 7 2. — — 4 8 2 5 4

Totals. 100 30 {100 26 | 100 25 [ 100 81

now observe probably reflects a realisation on their part that even
if some parts of their work was of 8 disappointingly routine nature,
nevertheless they were being allowed, by this stage, all types of work
which came into tiir garage. Most©f them, as we have seen, were
by this time working on their own, and, because of the extent to

" whith the garage trade depends on apprentices for-its operagon,

were being cxpegtcd to undertake all types of work.
5 p<001. X
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A second point to note is that the greater degree of dissatisfaction
among the enginecring apprentices is due mn considerable measure
to the reaction of boys in maintenance departments of factories and
foundries. By contrast the” SSEB apprentices mostly  declared
themselves satisfied on this poigt. ¢ It ay be that the nature of
maintenance work, in which breakdown repairs must be done in a
hurry whenever and wherever they occur, thus making the planning
of apprentices” work difficult, left these apprentices particularly
unhappy about the breadth of their experience. Whatever the causes
of it, onc of the implications of a narrow skill-area was that -the
transferability of their skills (and by implication their trade-security)
could be limited in the future. As one foundry maintcnance
apprentice complained: “I'll only be fit for foundrics after this.”
Breadth of experience is thus an important issue¢. It has a connection
with the apprentices’ overall goals, for without it both the acquisition
of skill and the achievement of trade security are threatened. We
shall see in the next chapter that dissatisfaction over breadth has a
connection with what the apprentices expected to do after their
time was out. 4
Meanwhile there is one further point we should note about work-
cxperience. Few of the apprentices were awarc of any plan or
programme for their on-the-job training, by which thcy could be
sure of spending a suitable period of time gaining experience of the
different aspects of their trade. In the motor group in the third
interview 80 per cent knew of no plan, and of the 12 per cent who
acknowledged that there was a fairly detailed plan or scheme, half
were of the opinion that it did not work. This is no doubt to be
cxpected in the conditions under which most garages have to
operate, with the work varying constantly with differcnt vchicles
~ which come in for repair. Amongst the engineering apprentices a
J larger number (27 %) were aware fp fairly detailed plan for their
on-the-job experience, but more ree-quarters of thesc were
among the SSEB apprentices. Only five (oWt of 30) apprentices in.
factory maintenance departments werc aware of detailed pro-
grammes, and three of thesc were of the opinion that they did not
““work.

7

(i11) IS ON-THE-JOB TRAINING IMPORTANT?

The responses of the apprentices on the Subjcct of explanauon and
., experience as part of on-the-job training give the impression that
while the larger number of them ‘were fairly safffied, there were

¢ p<<0-01. . .
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more criticisms of aspects of this part of their training than of
off-the-job training. Explanation by craftsmen was felt by some to
be inadoquate, while the range of experience was thought by over .
half the engineering boys to be too narrow; and there was a wide-
spread sense of lack of any plan or programme in on-the-job training.
These criticisms, however, should not be taken to imply that the
- apprentices rejected the idea of on-the-job training, or would prefer
it to be replaced by an entirely off-the-job programme. Their
attitude towards the importance of training in the workplace is
best shown by their responses to a question about the length of the
period of apprenticeship. The idea of a shorter period did not find
many supporters amongst the apbrentices (with the possible excep-
tion of motor apprentices in the socond year, but their numbers
fell away again the next — 18t year MV 18%, EN 139 2nd year
MV 28%, EN 9%; 3rd yedr MV 9%, EN 57%). It scems that the
idea grew less attractive as the boys moved on into their third yoar.
At the same time there g/merged a small number, mostly in the
engineering gropp, who déclared that the period should actually be
longer (MV 6%; EN 24%). One young man even went so far as
to refuse-to accept it ‘when his time was out. He insisted on, and
wadgiven, an oxtension to his apprenticeship period. The majority
" in each interview were in favour of the existing four-year period.
To shorten it would, id the words of one of them, “‘make a farce of
everything”. The general view was that “it takes four years for
knowing the job right—you can’t rush it.” That is not to say that
they felt they needed systematic instruction in their trade for a
period of four years or more. On the contrary, many felt even when
they were half way through their third year that they did not need
any more explanation, and that they should be allowed to got on
with doing the job. What then was the importance of continuing
the. apprenticeship period? It became clear that the importance lay
in the fact that while they were still apprentices, eyen if they were
" doing all the work of the trade, they still did not carry the full weight
of responsibility for their work. Once you are a fully qualified
tradesman, *You carry the can”,”*“You get the blame if it's not
right.” Whereas so long as you are an apprentice you can “‘give
the excuse that you're just an apprentice”. For this reason becomisig
a tradesman was something to be viewed with a certain amount of

apprehension: . \
“You'll be more responsii)le. I won't like it very much.”
“I'm not looking forward to it. I dread what it’ll be like.”

5 !
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Being an apprentice meant that there was a safety net bolow them:
*1 like the idea that someone checks my work now."

In other words, the reason why the apprentices favoured a long
apprenticeship was not. because they wantcd more instruction but
because they wanted an extended period of time during which they
were able to do the work of the trade, but were sheltered from the
full responsibility. The importance of such ‘sheltered experience’
as part of apprentice training is something to which we shall return
in a later section. Mceanwhile, however, we should note that the
apprentices’ emphasis on this type of experience implies that they
were certainly not opposed to the idea of on-the-job training. To
remove all apprentice training to off-the-job training centres or
further education colleges would deny them that period of ‘sheltered
experience’- doing the actual job in the real-lifc situation but
without full responsibility-—which so many of them felt to be an
important part of learning their trade.

From the apprentices’ point of view then, on-the-job training
appeared to be important but proffematic. It was important because
they wanted to do the real practical job. Off-the-job training,
while it was important, should not be so extended as to deny them
adequate experience in the real-life situation. Their experience
should be sheltered but it should be experience of the real thing.
This is in keeping with the overall purpose of most of the apprentices
to acquire practical skill. They were not interested in detached or
theoretica) learning for its own sake. They wanted to do the practical

é saw learning and experience gs means to this end. On
the other( hand, on-the-job trammg was-expcrlcnccd by some as
problematic, sometimes because in the early stages, the explanation
by craftsmen w#S inadequate, or sometimes because there was
insufficient breadth or planning of their experience. For these
reasons the majority felt it should be accompanied by periods of
off-the-job training, to give them a fuller opportunity to acquire
the practical skill.

Further Education )
‘All the apprentices in our study were attendmg a technical college

. on a«lay-release basis at the start of their apprcntnoeshlp The courses

they were following varied to some extent in the fir$t year, but the

‘vanety increased, particularly amongst the engineering appmntxoes
in the later yeard. Because of this variety we did not enquire into_

thc apprentices’ opmm{m about details of the various courses. We

-~ '}
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wore concerned rather, to obtain their views on the value and
importance of their college work as a whole. An open-ended
question on this topic produced many different responses. Before
discussing some of the important points that emerged, we set out
the overall pattern of response in Table 10.

It must bo stressed that the figures in the table represent only a
crude coding of a mass of qualitativq data, and comparison on the
basis of the figures should not be pressed too far. Nevertheless,
they provide a framework for a discussion of the apprentices’
attutudes to college and further education in the course of which
wo will draw on material from their responses to a number of other
questions as well. There are four main points to be made:

(1) The general attitude of most of the apprpritices to college was
broadly positive. Only a small minority of boys expressed any clear
antipathy or hostility to college. A considerably larger proportion
felt that their college work was definitely worthwhile and important.
There were mqny( who had mixed feclings and made qualifying
comments but on'the whole they tended to recognise that collego
had some value and importance for them. It will be noticed from
the table, however, that the enginoering apprentices appeared to
appreciate the value of .college work more than the motor apprentices
did: in each interview more of them unequivocally responded that
college work was worthwhile, and fewer said it was a waste of time.”
In the previous chapter we observed that the engincering group as a
whole were more influenced in their original choice of trade by
their studies ateschool, while the motor apprentices were more
influenced by the practical experience of working on cars. In the
light of this it is not surprising that the engineering apprentices
were more interested in pursuing college-based education in connec-
tion with their trade. A further point which appears in the table is
that there seemed to be more uncertainty about the value of college
work in the second year than in the other years. This same pattern
was to be seon in some other responses, on liking or disliking college,
and on the gencral quality -of training. There was apparently
somewhat less enthusiasm about education and trainipg in the
second year than there was earlier or later. To wl.\:'t}ntcnt this
may have been due to a rubbing off of the initial enthusfasm of the
first year, or to sométhing connected with the stage of personal and
social development of the boys at this age, it is hard to say. But-

7 Compcrlnbthe nﬁmben who were clearly in favour of college with those who
were clearly against, p <001,

»
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- TABLE 10

‘- be
» ) u
e T
Engineering Group
LAGTA |OtherTCs| NoTC | AnMV || sseB |owherTCs| NoTC | Augp |
% N-| % N | % N[ %N|%XN|[%N|[%N|%N
First Year 4 ’
Mainly worthwhile ¥ 40 17 32 6 41 12 )9 35 59 22 51 16 3o .7 49 45
Good in parts, qualified 43 18 | 42 8 | 55 16 | 47 42 | 38 14 | 45 14 | 70 16 | 48 44
Mainly not worthwhile 17 1| 26 5 31| 14 13 31 3oy — - 2 2
Total . > 1100 42 [100 19 | 99 29 | 100 90 [[100 37 | 99 31 [100 23 | 99 o1
Secomd Year N
Mainly worthwhile 27 11 | 3 6| 15 4| 25 21 | 7™M | 28 9| 45 9 | 40 M
Good in parts, qualified s6 23 6 | 55 15 | 52 44 || 47 16°] 9 19 | 0 10 | s2 a5
) Mainly pot whilo 17 7 s |3 8|24 2 6 2| 13 4| s 1 8 17
Total 100 41 mn) 17 {100 27 | 100 85 |/ 100 34 [100 32 | 100 20 |100 86
" Third Year o .
Mainly worthwhile 45 17 | 58 7| 38 8| 45 32 f| 70 23 | &0 18 | 33 6 | B 47
Good in part, qualified 26 10 | 8 1| 43 9| 28 20 3 10| 30 9| aa 8 | 33.27
Mainly not worthwhile™ 21 8|25 3|10 2] 8B =177 2| 6 1 4 3
Not at college 8 3 8 110 2] 9 6| — — 1| 3 s 4
<Total . 100 38 | 99 12 |101 21 |100 71 [ 100 33 | 100 30 | 100 18 | 100 81
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many instructors and coliege teachers have remarked on the fact
that from their point of viow the second year is a difficult time, and
that by the third year, when the boys reach the age of eighteen,
there is a change of attitude. Changes of this kind during the coursc
of the years of apprenticeships seem to be reflected in our data,
but they are not dramatic changes. The overall picture of broad
gonoral approval of their further education work remains true
throughout.

(i) Just what the apprentices thought they were gaining by
" attending college was made clearer when we jasked them, in the
socond and third interviews, whether or not ghey would choose to
attend if they were given an entirely free ‘choice in the matter’
(Table 11).

TABLE 11
WHETHER WOULD ATTEND COLLEGE BY CHOICE .
ns Af . R - - el
2nd Year Ird Year
MV EN | MV EN
% N % N A N %% N
Would go for learn- o
ing and certificate | 48 38 71 60 49 15 69 56
Would go only for
certificate 38 30 24 20 24 17 20 16
Would not go 10 8 4 l 1t 8 6 ]
Don’t know and
other responses s 4 2 2 7 5 -— —
Not at college — e — — 9 6 5 4
- Totals .| 101 80 101 85 100 mn 100 81

The table shows that only a small minority in each group woul
choose not to attend if they were given the option, but amongst
the majority who said they would attend there were some, especially
in the motor group, who said that their object in attending was
solely to gain a certificate, ang not to increase their knowledge or
understanding. Others, amounting'to a majority of the engineering
apprentices, but less than half of the motor group,8 said that their
decision to attend would be based not only-on the desire to have a
certificate but also on the value of what they learned at college. It is
worth noting that the positions adopted by the apprentices in this

* Com the numbers in the two who would go for the sake of what
they in the second year p <001, and in the third year p<Q05.
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connection did not depend solely on whether or not they liked
going to college. There was in cach year a considerable minority
who disliked the college (1st year: MV 33" 0 EN 28°.; 2nd year:
MV 42¥ CEN 237 O3ed year: MV 220 CEN 28 )9 But the najority
of these said they would in fact attend if given the choice, and many
of them, especially in the engineering group, said they appreciated

- the importance of what they learned at college. In other words,
the boys were mature enough to recognise the importance of college
’ even if they happened not to like it.

In passing we may note that the main reason given for disliking
college was that it was ““too much like school”, and “you're treated
more like children.” But in saying this it is important to point
out that this was not the view of the majority of all the apprentices.
Many emphasised how different college was from school: “There’s
more frecdom™; *“They don’t treat you like a wee boy any more”;
“They treat you like working men.” There were quite a number of
appreciative references to the fact that “you don't get the belt”,
and others appreciated being able to talk to teachers freely in an
ordinary way,

Referring back now to the question of attending college if given
a choice, we can sec that there were two ways of looking at the
importance of college. Some saw it as a means of advancing their
knowledge and understanding in connection with their trade. Others
sgw it as the institutionalised means of achieving a valuable qualifica-
tion. This latter view of college attendgnce simply as a means of
gaining a certificate is to be understood jh terms of the apprentices’

- objective of achieving trade-security increased job-opportunities
in the future through transferabjty of skills. This was evident
from the response to an enquiry ut the importance to them of a

#City and Guilds certificate. Most of the apprentices (73%, MV:
567, EN) regarded a certificate as important because it was the
means to additional job-opportunitics within their trade in the
future. Serving your time as an apprentice was regarded, as we have
scen, as itself a means to trade-security. To possess a college certifi-
cate was to have this type of security reinforced. Mostrempl ‘iers

a

in the future, they believed, would choose a tradesman wi
college certificate in preference to one without one. THWS by gaining
a certificate they could increase their chances of getting jobs or being

? The nwnber of eugineering apprentices who disliked college in the third year
was increased because of the fact that most of the SSEB apprentices changed
college after the second year, and most of them disliked the chan therwise

. dti)s(l)ike of college rose in the second year and fell again in the third as indicated
above. -
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able to change jobs within their trade. There wero, of course, other
apprentices, particularly in the engineering group, who regarded
Ogrtificates as important for other reasons, and we shall refer to
this shortly. Mecanwhile we are concerned to,emphasise that the
attitude of many of the apprentices to colleZ! attendance can be
interpreted and understood by reference to one of their main
objectives in pursuing an apprenticeship.

(ii1) There seemed to be a certain amount of confusion in the
attitude of the apprentices to further education arising from un-
certainty as to its real purpose, particularly in relation to the motor
repair trades. This can be illustrated by reference to the first-year
non-training-centre apprentices. It will be scen from Table 10
that they showed a comparatively high level of support for college
work. Further examination of their responses, however, shows
that a large number of them felt that there was too much theory at
college, and that there ought to be more practical work:

“It’s a great place this! But I don't like getting all theory-—you
don’t get practical work.”

“It’s definitely useful. . . . But I'd like more practical work."
*“I don’t think they do enough on the practical side.”

, These were boys who were receiving no ofI-thesjob trammg Clearly
thoy welcomed the opportunity of receiving some systematic teaching,
but they were disappointed that the college did not provide the kind
of practical training they were really looking for.

The interest of these boys was centred almost exclusively in doing
the practical work.of the trade. And this can be said of most of the
apprentices in the motor group, and of many in the engineering
group as well. For these apprentices the importance of the college
lay in the opportunity it provided to understand that practical work
more fully, and thus perform it better. For that reason they found
it very difficult to understand why the college course included
work of a theoretical or abstract kind which seemed to them to have
nothing to do with the practical job. As one boy put it indignantly:

*“They're teaching you things not conpected with your trade!”
Others felt that:

*“There’s too much theory and maths.” ,
Or S e

“We'll never use tliese formulas.”
That is not to say that most of the apprentices rejected the idea of



32 GLTTING A TRADE

theory as- unimportant. In fact, when asked directly about this
most of the apprentices in the first year replied uncquivocally that
it was important (MV 63°.: EN 72°). But for most of them theory
was important in so far as it was related to, and of direct assistance
m, the performance of the practical work of their daily job. Tt
was, in fact, quite striking how so many of the dapprentices sand
about theory that it was “important but. . . ."
“It’s important, but there should be more opportunity to put it
into practice.”” (MV)
“It’s important, but they should do the practical first and get the
theory related to it.”” (MV)
“It's important but it could be more related to what we're going
to use.” (EN)
*“T'heory is important, but they don't give you the uscful stuft. (FN)

Indeed, it is interesting to note that in both groups beliet in the
importance of theory fell away quite considerably over the next
two years (2nd year: MV 48%(, EN 62°,; 3rd year: MV 38%, EN51°)).
While it is not exactly clear why this should be, it suggests cither that
as they became more familiar with the practical work of the trade
they increasingly took the background theory for granted; or clse
they found the work to be less demanding in terms of theory than
they had anticipated. Either way it tends to confirm the view that
apprentices of this typg inclined to regard theory in the form of
scientific principles of’mathematical skills as important and interest-

cy sco it as having direct relevance to practical
e to college was thus frequently one of ambi-
valence—an ambivalence which can be readily understood in the
light of their main’pbjective to acquire practical skill. They approved
of some of the college work which scemed to further this objective,
but rejected oth€r parts of it as irrelevant.

Given this view of college work, it is glso understandable that a
number of boys who attended training centres could not sce the
need for attendigg two separate places of off-the-job learning. What
they needed in orger to acquire practical skill could, in their view,
more suitably be giyen them in one place. Those parts of the college
work which were mdst i rtant to them were very similar to what
was being done in Yeaifiing centres. It seemed to them that the
college and the training centre were often covering the same ground,

_leading to unnecessary repetition and sometimes confusion:10

10 Similar findings amongst Smups of apprentices are c%ported by Liepmann
(1960), p 121; Venables (1974), p 66; Kaneti Barry (1974), p 22.

i
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“We're doing the same thing in two places and they contradict
each other.”

“Here they tell you to do a job one way, there they tell you
another.”

“Why can’t they put the City and Guilds through this training
college (sic—training centre). It’s just the same.”

It is true that repetition or overlapping was seen by some appren-
tices as an advantage:

“A lot has been covered at the training centre, but it's good for

remembering.”’ {
“It’s quite useful, you get taught things over again.” /
But for many apprentices it simply added to the sense of un-

certainty about the distinctive purpose of the further education
aspect of their apprenticeship, and how this related to their desire

| to acquire practical skill.

(iv) There were, however, some apprentices who took a rather
different=view of technical college. They saw college work as a
means to career development or a higher type of job later on. It is

_ possible to identify those who held this view most strongly by

considering those who made the following types of statement in
reply to various questions:

(a) that college work was lmportant not necessarily for their
present work but for their future work;

(b) that the importance of certificates lay in the possibilities they
opened up of higher level jobs in the future;

(c) that they expected or hoped to continue studying after their
apprenticeship period was over.

There were 17 engineering apprentices (but no motor a rentloos)
who gave at least two out of theso three types of
third interview; and all but one of them were also
who said they expected to be promoted later on ubject we will
discuss in the next chapter. In addition there were probably others
who held this type of attitude and expectation but who expressod it
less strongly.or spontancously.

Here then was a group of apprentices, all of whom were in the

_ engineering group, and 13 of whom were in the SSEB, for whom

technical college was not simply a means of learning the necessary

" theoretical understandings for doing practical craftwork, nor simply

the means for getting a certificate to enhance their future security.
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For them gt was a means of gaining important techmcal and theoreti-
cal knowledge which would be useful for a developing career, and
certificates which would further promote such a carcer.

To this end they were keen to pursue courses at techmcal college
even beyond the end of their formal apprenticeship. The emergence
of this group justifies our carlier statement that an interest in career
development represents one of the main objectives of at lcast some
of the apprentices as they pursued their apprenticeship. This
objective will emerge more clearly in the next chapter when we
discuss the future intentions of the apprentices. In the mcantime
we should note that it appears to colour the attitude of some
apprentices to college work, making them less ambivalent, and
morc sure of its ultimate value for them.

Summary

The apprentices as a whole showed very positive attitudes towards
lcarning their trade. Thosc who attended training centres, and an
increasing number of thosé who did not, felt thgt off-the-job training
was important because it provided better opportunitics for systematic
lcarning, particularly of the basics; and there were comparatively
few criticisms of the organisation, mcthods or atmosphere of train-
ing centres. On-the-job training came in for more criticism. Prob-
lems connected with the actual contact of apprentices with the
tradesmen gave rise to a frequent complaint of inadequate explana-
tion, and many also felt that their cxperience was limited in its
breadth. But it is clear that the apprentices werc keen on acquiring
practical skill through doing the work, and magy of them favoured
a considerable period of ‘sheltercd experience’ in the form of a long
apprenticeship. Most of the apprentices felt it was worth their
while pursuing the further education aspect of their apprenticeship
by attending technical college, but a certain number, particularly
in the motor group, felt the value to lie simply in securing a certificate
which would help with job-opportunities later on. Most were
appreciative about those aspects of ¢ollege work which seemed to
fit in with their desire tg acquire practical skill, but many were
doubtful about those aspects which seemed to them irrelevant to
their practical work. Some training-centre apprentices complained
of an unnecessary overlap between college and training centre,
and there was uncertainty about the ‘distinctive purposes of the
two institutions. There was, however, a particular group, mainly
of engineering apprentices, who were especially keen on college work,
and expected to continue it as a means to future career development.

Vv
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In general, the apprentices’ attitudes towards the opportunitics
offered to them of learning their trade are explicable in terms of
their principal overall objectives. The desire to acquire practical
skills can be seen to be behind the attitude of the majority to on-the-
job and off-the-job training and further education. The desire to
achieve trade-security and future job-opportunities was present in

. the imPortance they attached to gaining City and Guilds certificates,
while the goal of career development was made apparent in the
distinctive attitude of some of the apprentices to further education.

-
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THE FUTURE

In ®his chapter we turn to the question of what the apprentices’
views and attitudes were about the future which awaited them when
they had served their time and qualified as tradesmen) In particular
we were interested in three questions: to what-extent did they
anticipate moving from one employer to another within their trade;
did they have in mind the possibility of movipg‘out of their trade
altogether; and did they expect or hope fgspromotion later on? *

Changing Jobs and Jaansferability of Skills |
In the ecarlier interviews we raised this as a very general question,
in view of the fact that they still had a long time to go before finishing
their time. Did they, we wondered, fancy the idea of settling down
.jn one job for a long time,, or of moving around from one employer
to another? In the first interview the two groups were almost
identical in their overall response, with a half (519% MV; 549 EN) -
: preferring the idea of settling dpwn. and just over a quarter (27 %
) MYV; 27% EN).favouring moving about. But a clear difference
c was apparent between those boys who were at training centres and
those who were not. Nearly two-thirds (62 %) of the trainwg—oentre
apprentices fanciod staying in one job for a long time, exactly twice
- the proportion (31%) of the non-tmmng-oentm boys.l S (
The position was different, however, in the segond yeglh By then
we find that a large number of training-centre appréntices had
changed their minds on this point and the proportion who preferred
- staying long-term in b{\; job had dropped considerably (TC 36%;
NTC 41%). A mauon of all apprentices at this stage (359% MV;
63% EN) were m favour of some degree of moving around It /
1 p<0001, - . S . . _ -
36 . %
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seems that the desirability of changing jobs tended to be felt not
when they were in traiming centres but after they had experienced
their actual work in industry. This gives ground for thinking that
the idea of changing 4obs in the future may be connected with
dissatisfaction with some aspegts of their work situation.

By the time of the third interview the apprentices were able to
look alffad to finishing their time in the not too distant future.
So we Pnquired about their intentions when their time was out.
Would ey stay on with their present employer, or would they
move; and, if so, why? We discovered that at this stage most of
the young men had a very open mind. Only a few (147, MV;
'10% EN) thought they would stay on for any considerable period
with their present employer. About a third (35% MV; 327 EN)
were fairly definite that they would leave theippresent employer
soon after their time was out. The rest were unt®rtain: they might
stay on for a while, but they would probably move sometime;
"or they would assess the situation in the light of available opportuni-
ties at the time. :

Our brief fourth-year enquiry showed that as they neared the
end of their apprenticeship some of those who a year earlier had
thought they would move on finishing their time, now felt that they
might stay on for a while at least with their present employer.
Nevettheless a large proportion (65% MV; 779, EN) still thought
they would probably leave, if not right away, at least some time in
the not-too-distant future. Moreover these proportions are exclusivc
of those apprentices, amounting to a considerable numbcr in the
motor group particularly (MV 48; EN 11), who had already left
their first employment and who could not be contacted in.the fourth
year—a point to which we shall return in due course.

In considering the significance of these responses we should
notice two things. The first is that the apprentices generally assumed
that it would be possible for them to move around or change jobs .
once they were qualified tradesmen. It was clear from discussion
with them in the early interviews that most of them anticipated no
great difficulty in being able to change jobs in the future if they
wished. In the third interview about a third of thém (299 MV;
35% EN) felt they would be limited in the kind of firm to which
they could go in the future because of some narrowness in their
experience. But even that did not altogesher rule out the possibility
of moving within one’s trade. Here we have, then, a further indica-
tion of the significance of trade-security for the apprentices. They
saw their trade as being the ticket which would allow them to move

89
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friom one job t%anothcr as they wished or nceded to, taking their
skills with them.i Some of thtm made the point explicitly

“A trade gives you the opportunity-to move around.”
“They're alwdys looking for tradesmen so you can swop about.”

Secondly, it is clear that the large body of the apprentices thought
they would want to change jobs to some extent in the future. There
were, of course, a few who liked the idea of permanent employment
with their present firm :

“I'd like to stay with the present firm for a long time.”
“1Wope [ can stay with the Flectricity Board for life if possible.”

But these were a minority. Of the others some simply felt they
would want to move out of the firm where they had served their
time. They were afraid that so long as they stayed there they would
still be thought of as apprentices. But once they had made a change
they would like to settle:

“I'll go for a change——just once, and then settle down."”

“I'll try another firm and then I'll probably settle down with one
ﬁrm.||

Others took the view that so long ag they stayed with the one firm
their experience would be to some extent limited, and that it was
a good idea to move around a bit to gain a broader experience:

“I'll try to change to see what other places are like.” :
“The more you move the more experience you get.”
“I'll keep moving to get a vast amount of experience.”

This represented in some cases a quite positiv:: approach. By
moving around and enlarging their experience they would be able
to' increase their practical sill, and thus to further one of the main
purposes of serving an apprenticeship.

There is some evidence from the third interviews, however, that
the intention to move after finishjng their time was in many cases
connected not so much with a positive desire to broaden experience
as with a negative reaction.to cortain aspects of their present work
situation, such as the level of work they were given to do, the
quality of explanation, the breadth of experience available or the
wages paid. This bears out our carlier observation that when'
apprentices moved from training centres to the actual work situation
more of them started to think in terms of changing jobs in the
fUtU(e. : » ) A ' ‘
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One of the clearest reasons:for wanting to move in the future
was the thought that staying in one place would lead to boredom,
and therefore they would have to move for the sake of variety:

“I won't settlo for too long—you could get bored.”

“I'd like to change when my time’s out. It gots boring working
in the same place all the time.”

“I'd rather change jobs. You'd get bored if you stayed in the
same garage.”

* And another important reason was the possibility of getting a better

paid job. It will be recalled that the apprentices generally scemed
'to be not especially concerned about money during their apprentice-
ship, but that many indicated that they knew it would be important
later on. Understandably, then, some ‘of them said they expected
to look out for the better paid jobs in the future: !

“I'll change around—I'll go where the money is.”
“I expect to be changing quite a bit—for money.”

On the whole the intentions about changing jobs or staying in
them were not associated with the apprentices’ type of work or
employment. ‘But there was one exception to this. Over half the
Electricity Board apprentices (51%) declared in the third interview
that they would probably stay on indefinitely with their present
.employer, a significantly larger proportion than amongst the other
groups of engineering apprentices (25%,).2 Apparently many young
men employed by the SSEB believed that there were better prospects
in that industry than elsewhere:

““There’s a good future with the SSEB.” -
“I want to. stay with the Board. They’ve got a good retirement
scheme, and yougve got a better chance.””
“I expect to stay with the SSEB. It's a nationalised indus&ry—
with oihers you could go redundant.”

In these cases the apprentices’ future intentions appeared to be
connected with the image they had received of the industry in which
they were #rving their apprenticeship; and we will have cause to
return to this point when we discuss attitudes to promotion.

The Electricity Board apprentices whio hoped to stay jndefinitely
with their employer were, however, untypical. As we have indicated
the large body of apprentices thought that they would probably

3 p <092,
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take advan‘gc of the opportunities which they believed having a
trade would give them, of changing their employment, if not
frequently, at least once or twice after their tiine was served. ‘The
implications of these intentions for the working of the apprentice-
ship system, and how they relate to the expectations and policies of
employers will be discussed in the next Section. R

TABLE 1?
INTENTION TO STAY IN_ TRADE
Motor Group

Ist Yeat nd Ycar Ird Year | 41h Year
. N "0 N N,
Will siay or probably .
stay «08 So(StY | 35S 28(2M 719 921
* Could move 16 1Y (9 }0\')1 (21) 2316 L] . )
Probably or quite . -

W 02N 4179 0 16

/ 7

lOth?‘ 00 71| 100 44

possibly move
Don't know
No response

Totals

f)lgin(en'n; Group
tst Year 2nd Year |3rd Year 4th Year
% N % N % N| % N
— S
Will stay or probably ¢
stay 75 69 (59) 61 52 (51) 64 52 64 41
Could move 20 18(IM 24 20 (19) 17 14
Probably or quite 6 21}
possibly move 2 2 @ 14 12%10) 17 14
Don’t know 2 2 Q) 11«1 N
No responsc 1 I (M} - -~ -
Totals |00 928N 100 858D | 99 81| 100 64

Note: The figures in brackets give the number of those in the first year who were,
still in the sample at the time of the third-year interview.

Staying in the Trade Py

From the start of the first interviews it was clear that the idea
that qualified tradesmen, once they had served their time, could
move out of their trade and take up some other form of employment
was present in the minds of the appreqgtices. This emerged from our
discussion of the reasons why they wanted a trade. It will be
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remembered that the main reason given for wanting a trade was
what we have termed trade-security-—that particular form of security
that comes from possessing transferable skills. Inherent in this
concept is the idea that the skilled man may not only change from
one job to another within his trade, but may also leave the trade
altogether and yet still have his trade “'to fall back on.” In other
words, the fact that boys had decided to serve their time in a particu-
lar trade did not necessarily mean that they had chosen their life’s
work and would remain permanently in that occupation.

We can now see a further indication of the presence of this notion
in the responses of the apprentices to a direct enquiry as to whether
they expected to stay permanently in their trade or move out of it
later on, It will be seen from Table 12 that while there w@re consider-
able differences between the two groups (which will be discussed
below) there was in each a certain number who thought in terms of
eventually leaving their trade. It is important to note, however,
tMut the apprentices who entertained this idea did not do so because
they thought they had made a wrong decision about their apprentice-
ships and the trade they were entoring. At cach stage most of those
in cach group who thought they might eventually move out of the
trade felt they had done the right M an apprenticeship
in that trade. The possibiljty of leavihg the trade had little or nothing
to do with regrets about entering it. It was in their view quite a
rcasonable and worthwhile thing to 'do to complete an apprentice-
ship in a particular trade and then leave it for work of a different
kind.

We may note in passing that the possibility of such a course of
action could have been suggested in some cases by the apprentices’
knowledge of their fathers’ position. Fathers of 80 of our apprentices
were time-served craftsmen, but it appeared that only. 34 of thesc
were still employed as craftsmen in their trade; 19 had moved up
. to managerial or supervisory posts, while 23 were doing less skilled
work. )

That is not to say, however, that the apprentices had all thought
clearly about the implications of such possible actions. The large
majority of all the apprentices in all three interviews indicatéd in
response to another line of enquiry that they thought there would
be some change in the work of their trade in years to come and most
of these thought there would be considerable change. If this were
to happen, the possibility of “falling back on one's trade” after
having been out of it for a number of ycars might not be as realistic
as they assumed. Whether possessing a ‘trade will ip the future
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continue in practice to provide permanent labour market status
cven after a tradesman has been out of his trade for years is open
to question. This whole 1ssue raises questions about occupational
chotce and the nature of apprenticeship which cannot be pursued
here as part of our discussion of the apprentices’ attitudes, but will
be taken up in a later chapter.

Returning to Table 12, it is clear that the majority of engineering
apprentices in each year thought in terms of staying in therr trade
in the future, although there was a slight increase in the later years
in the number who began to think of the possibility of changing.
With the motor apprentices it was very different. There was a sharp
fall during the second andhird years in the number who said they
expected to stay in the trade, and an increase in the number who
thought they would leave it. By the third ycar only just over a
quarter (27°%) of those left in the sample clearly intended to stay
long term in the trade; and by that time 19 (21 per cent of the original
sample) had already dropped out. It is true that if we look at the
responses of only those 54 motor apprentices who were still available
by the time of the fourth-year enquiry we sec that one or two of them
by that time had begun to move back to the idea of staying per-
manently in their trade. It seems, then, that in the case of a few
lads, the thought of leaving the trade may have been merely a part
of that feeling of disillusionment or antipathy about various aspects
of their apprenticeship which seemed to set in about the second year
and which began to change again as the lads neared the end of their
time. Even so it 1s still the case that from the time of the second
interviews. onwards only a minority of the motor apprentices felt
reasonably sure that they would stay in their trade in the long term.
In this respect they differed quite considerably from the engineering
apprentices.

Why were so many of the motor apprentices thinking of leaving
their trade? They themselves gave various reasons. One was that
they would find the work boring if they stayed too long:

“l might get fed up working on motors—sometimes you get
fed up.”

“You'd get bored if you stayed too long.”

“I might move out later on . . . you get fed up doing the same
thing—you’re at it nj nd day.”

s

with our observation in Chapter 2 that many.
to be somewhat disillusioned by the routine,

This is in keepi
apprentices be
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repetitive nature of much of the work. But since such sentuments
about their work were expressed as much by enginecring as by
‘motor apprentices, this does not take us very far in understanding
why s0 many more of the motor group thought of leaving the trade.
The notion that wages were low in their trade was, however, one that
began to bother many of the motor apprentices in particular:

“1 might need more money than you get as a mechanic.”

“I like the trade but I fecl I'm working hard and others get more
money for less.”

“I could move out - to factory work maybe—for more money.”

We saw carlier that not many of the whole body of apprentices
seemed to be very much concerned about money at the time, though
__they realised it would be important later,, With the motor apprentices,
\howcvcrk there seemed to be some connection between dissatisfaction |
over money and expecting to leave the trade.3 In other words,
many of the motor apprentices who said they were thinking of
leaving the trade were amongst those who were expressing dis-
satisfaction over money, and it is therefore understandable that
many were thinking of trying to find better paid jobs in the future.
Another reason for possibly leaving the trade was the dirty
nature of the work. This was- mentioned most of all during the
third interviews:

“It's too dirty—oil ang, that—and the conditions—lying under
moters when it's been raining and all the water dripping on you.”

“You get fed up with the dirt—I like to be dressed.”
“I'd go for a cleaner job—our hands are rough.”

“his was not an aspect of the work which seemed to worry the
pprentices when they were younger. But as they grew into man-
hood the dirt and oil connected with the work conflicted yith their
desire to be ‘dressed’, with the result that many began to think in

- terms of looking for a cleaner job in the future.

Boredom, low wages and dirty work-—these were some ‘of the
factors contributing to the idea of possible moving out of the motor
trade. ‘It seems, in fact, that this idea arose not from any specific
cause, but out of a general feeling of dissatisfaction with the garage
and the work. This is further illustrated by the fact that those who
by the third interview expected to leave the trade tended to say

3 Significance not quite within the limits defined earlier.

| |\
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that they had received insufficient explanation of the work,4 and
that the training was not all it might be,3 although none of them
gave this as a reason for possibly leaving the trade.

It was also clear from the responses, however, that apprentices
who had begun to be dissatisfied with the nature and conditions of
the work and its rewards were encouraged to think of leaving the
trade by the fact that so few mechanics scemed to stay all their lives
in garage work. A number of apprentices referred to this:

“It's not a job for older men.”
“You don't sce many old mechanics.”

From their experience in the garages they had got the idea that it
was “a young man's trade.” It was probable, therefore, that in a
few years they too would follow the many motor mechanics who had
left the trade before them. )

As we have alrcady seen, however, this did not mean that they
regrettetd having entered the trade. The large majority (70%,) even
in the third year had no doubts on this point. They were glad to
have the trade ‘‘behind_them.” At the very least it was a security g
they could “fall back on.” But it was also possibly a stepping stone

“to something else which might be broadly similar, but which might
have fewer of the disadvantages they had encountered in the
garages. A number hoped to move to lorry-driving because the
pay was better and they could see something of the world. Enginecr-
ing in the Merchant Navy was another line some thought of going
into for the same reasons. Others spoke of aero-engine work because
it was more interesting, or even chr assembly work because it was
better paid.

Many of these motor apprentices started off, it will be recalled,
with a keen interest in becoming a mechanic and *“‘working with
motors.”” Analysis of the interview responses suggests that thos¥
who had left schoal without a clear idea of what they wanted to do .
were more inclined by the third year to think.of leaving the trade

_-eventually.¢ But even amongst those whaq, were most committed
at the start there were many who later spoke of leaving. Experience
of working in a garage for a couple of years had persuaded them
that this'was not what they wanted to do for all their life. So when
they considered alternatives their minds twrned to other jobs which

. had to do with vehicles or engines but which in their view would
offer better pay or conditions. - ‘
+ p<002. 5 p <0001 6 p<003. ‘
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What this means in terms of the scheme we have adopted for
interpreting the attitudes of the apprentices is that thesc young men
still saw their apprenticeship as serving one of their main gouals,
namely the achieving of trade-security; but that some dofibt now
surrounded the other goal of acquiring practical skill and the satis-
faction of exercising it. Some of them apparently felt disillusioned
about the skill and satisfaction to be had within their trade, and
believed they would find this more in some related field; while
others felt that the skill and satisfaction connection with their trade
would have to be abandoned for financial reasons.

Promotion

Our last subject for enquiry amongst the apprentices had to do
with their level of aspiration. Did they like the idea of promotion
to a higher job in the future, or would they prefer to remain on the
shop floor? And if they desired promotion did they also expect
to achieve it? ¥An attempt to summarise the responses and attitudes
on these points is given in Table 13. '

The first thing to notice about these responses is that the large
proportion of the apprentices, particularly at the start of their
apprenticeship, liked the idea of promotion. This applied almost
equally to the motor and the engineering apprentices. A great many
boys spoke in terms of a rather general hope or desire: “I'd love to
try and go up”; I like to think I'll get on’; *I hope not to stay
as a tradesman”; “I'd like to get promoted.” In fact it was assumed
by many at this stage that promotion was a gencrally desirable
thing which everyone would like: *Everyone wants to be pqomoted";
“I yeverybody’s looking for promotion.” But it was also
cléar that £t this stage there was no clear distinction between desire
for and gxpectation of promotion. Most of those who wanted to be
prom felt they had some chance. Achieving promotion was
believed by most to depend on a combination of hard work and
ability or experience, and there was no good reason why they

ould not succeed by thesc means. There were, of course, some

ho said that they would not want promotion or that they were
indifferent to it, but these were a small ‘minority at this stage. This
minority was especially small (four out of 37) among the Electricity
Board apprentices, who as a group expressed more desire for,
and expectation of, promotion than the rest of thc engincering
apprentices.? ‘

Amongst some of the motor group, on the other hand, aspiration
1 p<0-02.
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¢« TABLE 1}
EXPECTATION OF PROMOTION
Motor Group

Ist Year 2nd Year | 3rd ¥ap»| 4th Year
% N % N % N| % N
———— _...._..__.__.,. _'w v r————— e e mate o — . - R ,.,v/ e ———
Hope for promotion-
as high as possible 33 3424 24 21(17) 2‘ 15
Hope for promotion - - . 19 10
not too high 32 29(29) 17 15(13) 19
- Would like, but don't . ‘ :
know if chance 11 10 (8 24 21 (18) 28 20 37 20
No special notion,
not fussy 12 10 (7; 20 14 20 11
Don’t want promotion 14 13D 21 18 (15 18 13| 24 13
Don't kno' other
respo. 4 4@ 1 1 - — - -
Totals 9 90(71)| 99 86(71) | 100 71 | 100 54
| 1 I
Engineering Group
1st Year 2nd Year | 3rd Year | 4th Year
© % N % N % N % N
Hope for promofOn—
as high as 32 2925 23 2019 19 15
Hope for promotion— 4 22
not too hi 42 39@336)| 18 16(16)| 20 16
Would like, but don't ,
know if chance 12 1an 17 15| 22 181 29 19
No special notion, not
fussy 15 13(10)] 1S 12 26 17
Don’t want promotion 13 12 (8)) 21 18(16) 25 20| 11, 7
Don‘t know and other
response T 1 Q) 6 S _— - = =
Totals ‘100 92(81) | 100 87 (81) | 101 81 | 100 65

| Nore: The figures in brackets give the pumber of those in the first year who were
atill in the sample at the time of the third-year interview.

took the form of a desire or dream that one day they would own
their own garage or motor business. This was expressed spon-
tancously by no less than 22 (24 ;) of them in their first or second
years: , -

“I see myself in a wee gurage of my own.”

“I'd like tp start my own business and make a success of myself.”

“I'm hoping to get a mechanic’s business of my own.”

i P
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If we turn to what the apprentices said in the later interviews,
we find that there was a considecrable falling away from this high
level. of aspiration. By the third interviews the proportions who
said that they hoped for promotion had fallen by about a half,
while the proportion who did not want it or who were indifferent
had risen. But there was also a considerable number who indicated
that although they would still like to be promoted, they realised
now that their chances were slim. Desire for promotion was no
longer necessarily accompanied by expectation of it. Aspirations
were toned down by a new assessment of thce possibilitics. For
example, one lad who in his first year had clearly said: *'lI expect
to be promoted—-1 don’t want to stay a tradesman all my life,”
admitted in the second interview: *‘l cannae see it--but 1 would
take it if the chance came.” It is probable, then, that some who
now said they did not want promotion did so as a result of realising
that they were unlikely to achieve it anyway. But a number of them
explained their rejection of the idea of promotion by referring to
what they had seen of people in authority, and the implications of
having responsibility:

“When you climb the ladder you don’t get on with your mates so
well.”

“Too many folk have heart-attacks that way—there’'s too many
problems.”

*“People don’t like the foreman.”

*“1 don’t fancy being a foreman—it’s a lonely life.”

*“l ken what foremen get called.”

And accompanying this increased rejection of or indifference to
future promotion, there was a greater cynicism about how it was
achieved. Those who did not want promotion werc particularly.
inclined to say that the way to a higher job was by “knowing the
right people” or by “crawling.”

Nevertheless, in spite of this falling away, particularly in the
expectation of promotion in the future, it is_clear that even by the
time of the ‘{inal interviews the level of aspiration among the
apprentices as #whole was high-~higher than has been reported on
many studics of adult workers or of young people.8 Two points
need to be made in this connection. The first is that, even though
experience progressively -tempered their expectations, a clear

8 For adult workers see Goldthorpe er al (1968); Wedderburn and Crompton
(1972); Sykes (1965). For yo people sce Veness (1962); Carter (1962);
Ashton (l973). Venables (1967); Brown (1975).
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majority o\?éc apprentices at every stage continued to indicate
that they Would like to be promoted in the future. Clearly the
kind of traditional working-lass rejection of the whole idea of
moving up from the shop floor? was far from the minds of most
of these lads. Whether this nyay be due to the influence of increasingly
systematic cducation and training of apprentices, or to a morg general
shift in the climate of opinion amongst younger people in the country
as a whole, we can only speculate. But whatever the reason, the
evidence from thcse apprentices would suggest that the traditional
idea prevalcnl amongst many working men in the pust may have _
less hold in the future.

Secondly, we must emphasisc a point which for our purposes is
an important one. Lven after the falling off in the expectation of
promotion in the later stages, therc remained a considerable group
of apprentices who still expected, and dcliberately aimed for,
promotion:

“It's my aim to get promoted —probably into management.”
“I'm going to work my hardest to get promoted. Others may get
there before me, but in the end I think T will.”

In some cases it was explicitly statcd that this was a clear part of
their intention in serving an apprenticeship: -

“Pay and promotion are the chief advantages (of having a trade). .
You've got no chance of getting on without a trade.”
“If I thought I wouldn't get on I'd give up my trade now."’

In our discussion of the apprentices’ goals or objectives in serving
their time and undergoing their training we have indicated that
there were some who saw thelr apprentiseship not only as a method
of achieving trade-security and of acquiring practical and satisfying
skills, but also as a means to future career development. It is now
possible to recognise that those apprentnoes, numbering 24 in the
motor group and 31 in the engineering group, who continued at
the time of the third interview to entertain expectation of promotion
(le, xve either the first or second response in Table 10) broadly
represent this type of goal or purpose. It is worth noting two things
about the characteristics of these aspiring apprentnces The first is
that a dnspropomonatclyéargc number of them is found amongst
the Electricity Board apprentices. (Two-thirds, 67 per cent, of the
‘Board’s apprentices fell into this category, and the Board’s appron-
tices account for over a third—37 per cent—of the total in this

9 See especially Hogbart (1957), p 74.
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category). The reason why the Electricity Board’s apprentices
should have such high aspirations is open to debate. It may be that
they believed that there would be particularly good opportunitics
for promotion in a large nationalised industry. If so it is probable
that many of them will be disappointed, in view of the current
recruitment and promotion policies of the South of Scotland
Electricity Board. On the other hand the high aspirations of the
Board’'s apprentices may be attributed to their high level of ability
as shown by test scores at the start of the apprenticeship. The
SSEB boys’ performance on the Gupta test (sce Chapter 7 below)
was significantly better than that of the other engineering appren-
tices. 10

The second point worth noting is thgt those apprentices who
expected promotion were distinguished by a particularly positive
attitude to technical college and the studies they were involved in
there. In each group those who expected promotion were particularly
inclined to %elievc that college work was worthwhilec.!! Many of
them also volunteered the view that college studies were not
necessarily so valuable at the moment but were important for the '
future. Indeed, a very high proportion (62%,) of the 55 boys in
groups who by the third interview still expected promotion indicated
that they were considering continuing study after the end of their
apprenticeship—a possibility which was being considered by only
19 per cent of the others. Clearly the high aspiring apprentices saw
college work as a means of achieving the kind of success they wanted
in the future. Typically they believed that promotion was to be
Achicved not simply by hard work or ability but by posscssing
certificates or paper qualifications. This attitude to the future and
to college work was most marked amongst’ some engineering
apprentices. Indeed it is possible to identify some 16 of them
(12 of whom were Electricity Board apprentices) who expected
\promotion in the future and who also said that college work was
valuable for the future, that certificates were important to them to
help them get higher jobs and that they would continue study after
their time was out. These young men represent the extreme of an
10 Fifty-six per cent scored 38 or more and five per cent scored 33 or less,

compared with 37 per cent and 33 per cent of the other enaineeringh:&pmn-
tices, p<0-01, It is interesting to note in passing, however, thaf t was
no association between high aspiration and success at school as indicated
by the number of SCE O-grades the apprentices had sat. Apparently enter-
- taining hopes of propiotion had little to do with having done well at school.
It also appeared to bear no relation to the occupation or to the social class

as indicated by type of tion of the apprentices’ fathers.
11 In the third interview p_<0 3 in each group. /
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attitude which was found in a lesser degree amongst some others- -
the attitude which sees apprenticeship as a means to promotion or

more advanced work, and college work as an important part of the

process. -

Summary

By the time they had started at their actual place of work, few
of the apprentices thought in terms of staying indefinitely with their
present employer. Changing jobs within one’s trade was understood
to be possible because of the transferability of the skills of their
trade. But it was also something which most of the apprentices
felt they would want to do  either because they would get bored
or in some other way dissatisfied if they stayed in onc place, or
because they would be looking for more money in the future, or
elsc because they would want to broaden their experience. The
Electricity Board apprentices stood -out, however, because so many
of them thought in terms of staying with their present employer.

The idea that it was possible for a tradesman to move out of
his trade and fall back on it.later on if necessary was present in
the minds of the apprentices from the start. Thoso who indicated
that they might do this did not feel they had made a mistake in
entering the trade. While most of the engineoring apprentices
thought they would stay permancntly in their trade, the number of
motor apprentices who intended to do this fell'away to a small
minority as the years went by. Boredom, desire for more moncy,
dislike of dirty work, and a realisation that few mechanics did in
fact remain permanently in their trade contributed to these intentions.
These apprentices did not regret serving their time as motor
mechanics, and many of them hoped to use their training as a
stepping stone to other kinds of work, while keeping their trade
behind them. Their apprenticeship was, in their view, still serving
the purpose of giving them trade-security, but some were not as

_clear as they were that it would provide them with the skill-satisfac-

tion which they also desired.

As for aspirations, in the early stages a high propottjon of all the
apprentices both wanted and expected eventual promotion. Lafer
on the expectation fell away to a considerable extent, but the feeling
that promotion was desirable remainéd, in a way that seemed to
reflect a change from traditional working class attitudes. There

- was also a group who continued to expect and aim for promotion.

These young men tended to have scored highly on ability tests, and
they were marked by a particularly positive appfoach to their
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college work, which they saw as a means to future promotion.
They were found particularly amongst the Electricity Board appren-
tices. For them apprenticeship was not only a means for achieving
trade-security and sknll satisfaction but also a road to career develop-
ment.

In our presentation of the views and attitudes of the apprentices
we have been concerned especially to indicate and illustrate what
their overall goals were in serving their time. What did they expect
out of it? We have argued that one of the three things they hoped
to gain was trade-security—the security that comes from possessing
the: transferable skills of a trade. The importance of this emerged
in 4ngny ways in the boys’ Tesponses, and it remained with them
throughout the period of their apprenticeship. A -second thing
they hoped to gain was the satisfaction that comes from possessing
practical skills. This goal gave rise to fairly positive attitudes to

‘training and education in.so far as these were seen as the means of

obtaining such skill-satisfaction. Some disappointment was apparent,
however, in this connection, as many of them, particularly in the
motor group, found their work less satisfying than they had hoped,
and.in some cases found their college education less directly relevant
to their practical experience than they had expected. A third goal

was evidenced by a certain number of apprentices, found most of *

all amongst the Electricity Board employees, who saw apprentice-
ship as a means to promotion and future career development, and

. college work as an im nt part of that process.

SUMMARY OF DIFFERENCE BETWEEN THE GROUPS

Before concluding our discussion of the attitudes and intentions
of the. apprentices it will be useful to summarise briéfly the main
differences between the two groups as these emerged, from the
interviews. In most respects the two groups were very similar. This
is not surprising in the light of the fact that they were all lad$ from
broadly the same geographical area entering craft apprenticeships
at the same time, and there were few differences in their social and
educational background. The only important difference in back-
ground was the fact that the engineering apprentices had on average
sat more SCE O-grades than the motor boys had. ~

The differences in dttitude revealed by the interviews were in two
arcas. The first had to do with the apprentices’ commitment to

their particular ‘trade and the interest and satisfaction they got from |
. their work. Many of the motor apprentices entered théir apprentice-
ship with a clear idea that motor mechanic’s wark was the one thmg..
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they wanted to do. But as time went on a greater number thann the
other group began to experience dissatistaction with the work n
the garages, with the result that ultimately only a minghty said they
defimtely ypended to stay permanently in their trade. Few of the
cngi::f;l},u{ apprentices on the other hand had at the start a clear
des one trade they wished to enter. This group were on the
whole more open-minded about which trade they would accept.
But fewer of them felt dissatisfied with the work_or conditions of
their trade as time went“on, and only a minority thought they might
eventually leave the trade. Thus commitment to their trade was
greater among the motor apprentices at the start, but it fell away
later on; while with the engineering apprentices it was less marked
before their entry, but it developed-as time went by.

The other arca of difference concerned their attitude to further
education and their studies at college. Many of the engineering
apprentgices wert conscious of the influence their studies at school had

. %ad on their thoughts about a future trade, and they were ncarly
L. $nanimous in beliaving that the work they did at college was worth-
while. More of the motor group had doubts’on this point. More-

~ over a considerable number of the enginecring group were* thinking
of the possibility of continuing their studies even after their
apprenticeship was over, an idea entertained only Wry few
motor apprentices. “In general the enginecring group were “more
interested in and aware of the importance of the theoretical aspect

of their work than the motor apprentices were. While the main
ifiterest irf both groups was centred on the practical work, this

4 igterest was more particularly marked amongst the motor
apprentices. '

These two amaMbrence between the two groups will be
taken up again when we"come to discuss the operation of the

apprenticeship system in the two industries.
»
. " . »
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] ( "SECTION B
THE WORKING OF THE APPRENTICESHIP SYSTEM

Having discussed ghe attitudes and objectivgs of the apprentices
themselves we turn v to a consideration of some of the issues or
problems connectgfihith approntices, training and education which
have emerged fglur studies. In doing so we must take account
of two impQrts Mlors which have to do with the context in which
apprenticey g8 takes place. The first of thesc is the dual nature
of apprentided % form of employment as well as a process of
education origgarfing. In this respect apprenticeship is unlike most
other educationa} forms, since the person who is learning is a|so
carning. The appgentice is at the same time a student learning the
practical and beneficial aspects of his trade and an employee who
seoks rewards and satisfaction from his work and who has to satisfy
the demands and requirements of his employer. *

Because of this dual character of apprenticeship, the training and
education of apprentices must be arrariged in such a way as to allow
the needs and objectives both of apprentices themselves and the
employers who hire them to be met as far as possiple. We have
seen in the previous section’ that the objectives of apprentices can
be summarised as the obtaining of trade-security which will increaso
job opportunities in the future, the achieving of skills and the
- _ ‘satisfaction of being able to do particular skilled tasks; and the

securing of career opportunities in the future. The objectives of

mployers in relation to apprenticeship will be considered in greater
detail in the course of this section, but they may boe referred to as,
firstly, the need to have current production uirements' met, -and
_secondly, the need to secure a supply of skill power for the
"future> Our discussion of questions connectéd With apprentices’
education and training must take account of the varied and possibly
conflicting needs of these two principal parties—the apprentices

themselves and their employers. 4 S

Secondly, -our discussion ‘must take account of the changing
industrial and social context wq:in‘ which apprenticeshjp takes
e : v, _
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place today. Changes in technology, in the orgamsation of industry,
in the approach to industuial education and the institutional arrange.
ments for 1, and in other aspects of the hife of society have meant
that apprenticeship arrangements cannot continue unaltered from
the past. The issues arising in connection with apprentices’ education
and training must be seen in the light of this changing context.

The 1ssues we will discuss have come to hght partly as a result
of the apprentice interviews which we have already discussed, and
partly from our discussions.and interviews with the boys’ employers,
training centre instructors, further education teachers, officinls of
industrial traming boards, joint apprenticeship committees, trade
unions, and® others. As was stressed in Chapler 1, we are not con-
cerned in our discussion with the question of what arc the most
cfticient training methods, but rather with the issues as_they appear
from the point of view of participants in thc apprenticeship system.
Seen from this viewpoint, two broad questions emerge: (1) within
what dimensions should apprenticeship be conducted --how broad
should the training be, and at what level of skill? (2) how should
the programme of learning be organised? Our discussion of these
issucs is of cougse related to the particular industries,.trades and
arcas with which our case studies are concerned. The extent to
which our comments and conclusions bear a wider relevance to
apprentice education in other industries and areas_must ror hin to
some extent an open question.. / \
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, THE DIMENSIONS OF .

‘ APPRENTICE LEARNING
Skill-area

The concept of skill-area is a useful one under which to consider
some important aspects of crafts and apprenticgship. By a skill-arca
we mean the rango of skills~which are attaghed tq one pagticular
trade. For a craft to preserve a separate Axistence in the past it
required a skill-area which was in ol narrow and in another
respect broad. It had to be sufficien! rrow to allow the craftsmen
tp master all or-most of the skills concerned and te ensure that it
did not overlap to any considerable extent with the skill-arcas of
other crafts. At the same time the skill-area had to be sufficiently
broad or general to allow craftsmen to move from one employer to

another and still be able to do work familiar to him, and to allow

employers to engage craftsmen from outside with the expectation
that they would be able to fulfil their requirements.

If we look, however, at modern industry and the context 48 whie
apprenticeship exists today we find two opposite and apparently
contradictory trends which affect the skill-area of Veriousjtrades.
In the first place wo find that in some industries and and in

connection with some kinds of technology, skills are becoming
« more specific to one industrydr even to one'company. The develop-

ment of a great varioty of new techriological processes and types of

. machinery means that industries and firms are increasingly different
" .in the processes and machinery they employ. -Along. with this-

 there is a tendency in some establishments for tasks to bo broken
down into more specialised parts. In theso ways the skill-areas. of
particular crafts are being narrowed. Skilled engineors may find

themselfes familiar with only a narrow range of -processes or -

machigery. Motor mechanics may be' involved day after dap in
specialising on one part of a motor vehicle. ha

15 i ‘ "
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16 GETHFING A TRADI

This tendency to narrow the skill-area cin be discerned from the
responses of many of the employers whom we have mterviewed,
patticularly in the engineening study.  The reason for employing
apprentices given by a majonty of managers i Flectniaty Board
distriets, i structural engineering, and in n?uinlcnuncc departments
of other industnies was that they necded to train skilled men for
their own specific needs which were' different from those of others

“Our industry 1s different.e-We need to train people for ourselves.™
“Some of our coppersmiths’ work is unique, so we need to triin

\ our own men.”’ N

\ “The ‘t?rick industry feels 1t’s difterent. . . TC wants to bieed its

‘ own.

\ “Some of éur skills are speafic. ICs hard to get men with our
skills.™ '

This narrowing of the skill-arca was spoken of most in the engineer-
ing study. But therc was evidence of it . the motor study also.
A number of the managers in heavy vehicle firms felt that there
was a particular skill-arca associated with their types of establish-
ment;

“We can’t take private car mechanics. It would cost too much to
retrain them.”

And in some larger private car firms there 1s a tendency not only -
towards a more complete separation of the work of the different
trades -mechanic, auto-electrician, panel-beater, spray painter-—
than is possible in small ggrages, but also towards specialisation
within the skill-area of the motor mechanic’s trade.

Alongside this tendency to narrow skill-areas, however, there is
also a tendency towards broadening them in other ways. Managers
4 frequently stress the irrelevance of traditional trade boundaries,
a\and the importance of having more versatility and flexibility between
“rades in the future. *“We would like to have men doing both electri- .

al and engin¢ering work,” said one manager. In some places the :
Mariety of tasks to be done and of technology employed within one
blishment or employment has greatly increased, and thus the

¥

very\wide skill-area. This is particularly true in small establishments
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where specialisation is less practicablo as a meaps of coping with the
increased variety of tasks. “Small firms,” as one manager put it,
“need versatility.”

These two tendencies, then, towards narrowing and broadening
of skill-areas, can be seen to be taking place within the areas of our
case studies. It is worth noting that, taking a wider perspective,
these tendencics which appear contradictory can in fact be two aspects
of a single movement. McKersic and Hunter observe: “The new
era on the horizon, especially for the process industrics will require
the integration of skills across a// functional categorics into composite
technician and mechanic classifications. Wc are beginning to sec
evidence of this development in the chemical, oil, motor car and -
steel industries where discussions have been taking place over the
concept of refinery technician and other industry-specific versions
of the all-round mechanic.”! Under such arrangements craftsmen
would cover a broader range of skills within a narrpwer, industry-
specific context. In other words the skill-area would be broadened
in one direction and narrowed in another.

It is within this context that apprentice training takes place today.
It is important, therefore, that skill-areas covered by this training
should be appropriate— that is, should meet the needs both of the
apprentice himself and of the employers and firms of the industry
he is entering. From' this point of Aiew it is clear that there is a
danger that it could be on the one hand too narrow, or on the other,
too broad. .o

The need to cnsure that the skill-arca of training is sufficiently
broad has been the focus of considerable attention in recent years.
Its importance for both employing firms and apprentices is amply
illustrated jn our case studies. For employers on the onc hand this
breadth is important for two reasons. First, breadth of skill-aréa
in training means greater potential for the versatility and flexibility
which we have seen to be the desire of many employers. In point of
fact there is no evidence from our interviews that any more than
one or two of the:employers in our study were actively attempting
to increase versatility or flexibility between trades. Most of them
appeared to accept trade boundaries roughly as they are, according

““Jto the charactpr of the workplace, with a greater or lesser degree of
* informal flexibility. But the desirability of increased versatility was
generally assumed by employers; and even the trade union officials
to whom we spoke admitted the inevitability of such an increase.
Those involved in trfining (training-centre instructors and industrial

1 McKersie and Hunter (1973), p 368. ) :

~
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training board officials) did not take up any position with reference
to flexibility between tradés, but stressed rather the value of having
tradesmen who understand the work of others. As one instructor
put it: “A better tradesman should understand what the next man
does.”” This is seen as parfof the value of the EITB's programme of
common first-year training for all apprentices in engineering trades.
In one way or another, then, a broad skill-arca is seon as being
important for efficiency.

Secondly, breadth of skill-area in the training of apprentices is
important to employers in assisting their recruitment of tradesmen
from other fiyns or industries. Many managers complained that
ttadesmen coming to them from outside had received too narrow a
training. “Wec can’t take men from factorics,” explained one
electrical contractor, ‘‘they’ve only been on motors.” In particular
the representatives of smaller firms complained of the training in
big firms being too narrow:

“Big firms give too narrow a training.” \ N

“Big firms don’t teach the full skills--it's just stripping and
assembly.” - :

“It’s hard for a man trained in a big place to start in a very small
place.”

From the point of view of these firms, breadth of skill-area in
apprentice training generally would make it easier for them to
.

If we turh from the needs and objectives of employers to those
of the apprentices, we find that it is important for them also that
their training and education should cover a broad skill-area. It is
important, in the first place, in relation to their desire for trade-
security and job opportunities in the future. We have seen in the
previous section not only that nearly all our apprentices saw this
as one of the main advantages of having a trade, but also that a
nuntber of them were critical of the narrowness of the training they
were receiving because it meant restricted job-opportunities in the
future. This reason for keeping the skill-area of training broad for
the sake of the apprentices themselves was emphasised also by many
others vho have to do with apprentice education and training.
Almost all the college teachers whom we interviewed stressed that
part of the purpose of further education in relation to appreaticeship
was to teach them things which were broader than their present
work in case they wanted to move to other jobs in the future:
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“You never know where you'll finish up. You've got to cover a
wide spectrum because you could move on to pastures new.”

**They might not always work with onc employer---we should give
them as broad a base as possible.” '

Similarly, training-centre instructors realised there was an obligation -
to train boys more widely than their present employment required:

“You nedd other crafts to sell yourself to other pco'ple We could
cut the overall time hcro if we were only training the Board’s

sparks.” £
And one Training Board official made a similar pomt when he said:
“If you can get the basics over, they ean move about easily.”

N
A second reason why breadth of skill-area is important to appren-
tices is because in many cases it adds to the sense of satisfaction
they get frem skill. We have soen already that this was another of the
objectives of the apprentices as they learned their trade. The desire
for variety as opposed to narrow repetitive work, and the preference

value from the apprentices’ point of view of a wide skill-arca. Where
jobs have been narrowed and reduced in scope they are in effect de-
skilled, with corrcspondmg loss of the satisfaction gained from
skill. Training in a broad skill-area allows at least the possibility
of doing a broader, ‘more skilled job with greater job-satisfaction. 2
Furthermore, as was cmphamsod to us by one training board official,
- such a broad training not only prowdes the apprentice with skills

which can give him satisfaction in his present work, ‘r\n—fﬁo _
futtire

\for doing the whole job and seeing the finished resylt point to the

provides a base for the dgv opmcnt of further skills in
thus leading to further satisfa¢tion. The fact that breadth of skill-area
was a source of satisfaction for many apprentices was cmphasnsed bya
number of further education teachers as well.

A. third' reason relates particularly to the valuc of a broadly
based first-year training. A number of people we spoke tb recognised
that this kind of training could be used as a better means of xdcnufy :

~

_ * ing the abilities and potential of a young apprentice. This is one

part at least of the purpose of the EITB in its emphasis on common
first-year training. And whilo most of the training centres in our
study allocated boys to trades before the. cOmmcnoe RO their

2 Leipmann (1960), p 68, refers to the narrowness O kll«areaas ‘one ol :
aours:s of apprendou d}uppointtmm, frustration nsequantly indi
w rd
. .
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tramng, the opinion was expressed by some of the instructors that

it would help to ensure that i boy enters the trade to which he s
most suited if such decisions were taken after he had had experience

of a variety of types of work during a broad fust-year training,

Whether in fact thig would result in greater satisfaction amongst

apprentices s, lmwgcr. not clear. We have seen that very few of
the apprentices expressed the opinion that they would have been

Qetter in some other trade, and none of these few indicated that

experience of another trade during common firstyear traingng had

influenced him.  Nevertheless, it can be argued thgt basing the

decision about which trade a boy is to enter upon his experience

and performance during a broadly based first-year training would

be a better way of reaching such decisions. That would then provide

agother reason for a broad skill-area for training purposes.

\is clear, then, that there'is much to be said from the point of
view of the needs and objectives both of employing firms and of
apprentices, in favour of basing the training apd education of
apprentices on a wide skill-area. All of which may appear only too
obvious to many people. What may not be so obvious is that there
is afso quite a lot to be said, from the same point of view, in favour
of limiting the skill-area of traiping. Our interviews with apprentices,
cmployers, and others make it clear that if apprentice training is
too broadly based there are certain disadvantages both for cmployers.
and apprentices.

For employers the main disadvantage of 4) very broad training
lics in the possibility that thcy will not havq workers who are
sufficiently skilled in the spéecific and somctimds specialised skills
required for their own production. We have sceh that many of the
employers we spoke to regarded their own type of work as i some

- ways special. Because of their specific - skill-requirements ‘these

employers felt that it was important.and necessary for them to frain
their own apprentices, and to teach them, as part of their trgining,
the specific skills involved in their work. If apprentice trainifg were
to be‘organised on the basis of a very broad skill-area it would not
be so easy to impart these sﬁ)eciﬁc and more narrow skills.

In addition, if employers were to train their apprentices in a wide
range of skills including some they did not require and practise
in their own workshops Ythey would run an incrcased risk of losing
their trainees to other firms in whose skills the apprentices; had
been trained. In the electrical trade in particular we: discovered
cmployers who trained apprentices for plant electrical work lament-
ing the loss of their _trainee's to -electrical installation contractors,

-

!
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[ 4
while the clectrical contractors felt they were traiqing appreatices
who were ‘‘poached’ for maintenance work in factorics. A repre-
sentative of the Construction Industry Training Board explained
that:

“The instaflation industry trains for domestic, commercial and
_imadustrial installation, including the installation of motors. So ,
“shey ¢an go pretty easily to maintenance work.” . Q

In the same way employers in the garage tradé felt that the initial
training programmes of the Road Transport Industry Training
"Board had been too broad. Many employers, then, do not take
kindly to training apprentices in a wide range of skills which are
not used in their workshops, especially if the result is the loss of\
their apprentices to others who will make use of these skills. /
At the same time it is clear that training for a very broad skill-
area has disadvantages from the point of view of apprentices as well.
Given that the range of skills in any one firm is frequently limited,
training in a broad skill-area will often involve training nog directly
connegled with the productive work of the employing firm. We
have-seen how our apprentices as a whole were keen to do the
practical work of the tradg and to do the actual work in the produc-
tion setting. While they were mostly quite interested to learn some-

* thing about the work of other trades, if their training had taken
them too far afield from their Jay to day work and its requirements
many of them would have lost interest. Sontt of the motivation
to learn which comes from doing the actual work would also have
been lost. Evidence of this was provided by a number of training
instructors who had to put apprentice electricians through the '
largely mechanical first-year basic training of the EITB. They

t that there was *“too much mechanical in the first year curriculum,”’

. G\ich meant there was “a problem of motivating electricians who

don’t want turning and fitting.” __—
@\ Furthermdre, it is important for the apprentice and the tradesman
shat brogdening of skill-areas should not go so far as to result in
‘the removal of ,boundaries between trades. We have observed
already that possessing recognised skills in one particular and

_ limited trade has been a significant aspect of the special kfid of

- trade-security which has always been of greft importance to crafts-

men: "It is this qualification within the skills of one particular trade

Y that has given the craftsman labour-market status.* To remove trade

¥ boundaries would deprive the ¢raftsman of his “ticket” to perform -

the work of that particular trade wherever he went, and thus

! ’
' £




82 \ GETTING A TRADE

endanger his trade-security. In saying this we are not.arguing against
flexibility o1 alterations in trade boundaries, but simply recagnising
the fact that from e point df view of the apprentice and the craftsman
focussing training upon the work of a particular recognised trade
is important for preserving their particular type of security.

The implication of all these points is that it is important in the
organisation of apprenticeship and apprentice training to steer a
middle course between training which is too broad and training
which is too narrow in its content. The importance of this arises
from the basic nature of the apprenticeship system in which trainees
are employed by a particular firm and engaged jn tllccwa'k of that

firm, and at the same time are being trained W trynsferable skills
L which can be used in other employment. In this situation it 1s
- important that apprentices should do and be trained in the specific
work of their employer. This is important for the employing firms

and it also provides the®practical motivation and sense of being
involved in real work which js necessary for the apprentices’ sense

of satisfaction. And at the same time it is clear that the skill-areas

in which apprentices are trained should be broader than the specific

skills utilised in any one firm. This is necessary in order to allow
skills and skilled® men to be uscd efliciently within ndustry, to give
.employers the opportunity of, recruiting tradesmen in the labour:
market, and to mecet the needs of apprentices and skilled men
themselves for trade-sccurity and the chance to change their
employment. )

In recent years there has been considerable erjphasis on broaden-
ing the skill-area within apprentice training. Thidcan be seen in the

* training programmes of industrial training boaray, in the increase
of common tggining of various kinds in company ok group training
centres, and in the proposals of the Govcinmgnt®in connection
with training to meet ifi 's needs for skilled panpower.’ @iven
the restrictions whieff have prevailed within the apprenticeship and
craft system this emphasis is timely and important and, as our
study indicates, it is in keeping with aspects of the needs and goals
of both employers arid apprentices. But our study also shows that
for the participants in the apprenticeship system—employers and
apprentices—it is also important to retain the links of the apprentice
with a pacticular employer and his training in the~specific skills of*
that place of work. To increase the breadth of the skill-area in a
way that involved abandortting the specific if’ somewhatynarrower —
aspects of trz?ﬁongllgpphmtice training would mean altering the

3 TSA and MSC (1975); TSA (‘l975’\DE/MSC 1976). _
. /7 - .
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basic presuppositions of the apprenticeship system in a way that

. would suit the purposes of neither employers nor apprentices. -

Skill-level

* *Craft’ is frequently taken to refer to one particular level of skill.
Traditionally craftsmen are regarded as skilled men and as  such
are differentiated from the semi-skilled and the unskilled. On the
other hand the level of ‘craft’ skill in modern industry is
differentiated from the higher levels of the technician and the
technalogist. Craftsmen have hitherto becen unwilling to give
official recognition to any hierarchy of skill amongst themselves.

Every craftsman is officially meant to have the skill and competence”

to perform the recognised work of the ‘trade in the same way as
any other. A closer look at crafts and the work of craftsmen, how-
ever, shows that differences of level do exist in-a variety of ways,
and questions about these differences do arise. )

In the first place craftsmen, and npprentnces training to be
craftsmen, are seen to possess varying abilities in relation’ to their
work. It is common for foremen and workers alike to recogmsc

eone as a’good tradesman in comparison to somedéne who is

a very good tradesman. Frequently this is, reflected in the
allocatnon of work to dnﬂ'ercnt men. AS "one Flectricity Board
manager put it:

“In practice we divide the men into boiler squads and turbine
squads—*the turbine squads have more sklll ”

In many workshops there are jobs requiring spccnal skill and ability -

for which it is known some men are suitable and others are not.
Implicit in this is the second point, that skill-levels vary between

different firms, apd betweep tasks and operations within one

establishment. In one motor garage a mechanic may do mostly

routine servicing of cars, in another hq’ may be involved in highly °

skilled and complicated’ rbpalrs One ntractmg electrician may do
mostly stranghtforwﬁrd wiring/ installation; #nother may include
motors and a vancty of types of industrial installation. The different
technologies employed by various process or “ manufgcturing firms
mean that maintenance engineers require different levels of skill.
And within one workplace there are-the more complex and 4he
simpler tasks, all of them part of the work of skilled tradésmen.

- Given this situation, that differences do exist both in the level of
skill and ability possessed by craft workers, and in the level of skill
requnred for various tasks which are pcrforr#ed by craftsmeg, what
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do those concerned with apprentices and apprentice trammng do
about skill-level” Our enquiries among cmployers, college teachers,
instructors, and others revealed a diversity of approaches on these
pomts. \

Some industries have in fact developed grading schemes, and the
apprentices i our study who were emiployed by electnical contractors
came under such a schemo. “This allows for different grades of

clectrical craftsmien, according to the extent of their further education

studies and the length of their working experience. The employers
and thc) representatives of the cmployers’ association, the clectiiciany’
trade dnion and the Construction Indutry Training Board to

whom we spoke, gencerally felt the grading scheme worked quite well,

A few employers regretted the way the grades were ticd to college
results, but many felt that because of the responsibility attached to
tieir work even the Mwrdinary ‘clectricians’ (the lowest grade)
needed to-be instructed and tested particularly in the IEE Regula-
tions. Such a grading schemg was not, howevery favoured by many
people.in other industries. la particular an AUEW representative
pointed out that:

“Our union has never agreed with grading. .. . Wg know that they
(craftsmen) are used differently, but they must be graded the
same. Otherwise there would be the blue-cyed boy.”

The motor repair employers whom we spoke to likewise were not
generally attracted to the idea of recognising different levels of

~craftsmen. A certain number of garage managers did acknowledge

that much of the motor mechanic’s work could be done by less

did the more skilful tasks of diagnosis and faui-finding. But most
of those interviewed (41 out of 48) wanted to employ all-round
mechanics with at lcaSt};s much skill as in the past:

skilled workers who frequentf'y simply replac%l\purts, while others

“To do theull rapge éf work you need fully skilled men.”

“We're moving towards parts-replacement, but we stil need the
old skills, because you carf’t use c%gnostic machines in break-
dOWnS." . X , “ .\ .

“We couldn't operate here with less skilldgmen."

‘We mus(ﬁ’nt reduce skill because of the need to diagnose.”

Vo / . ' e
Among thd erfiployers and managers in the Electricity Board and in
firms emgloying engineers, on the other hand, there was a wide-
spread feeling that there ought to be some kind of recognition of

. . .
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two levels of craft gkills. We have soen that such a difference of
skill-level can be recognised i\nformally by such arrangements as
boiler squads and turbine squads. Others reflécted the same point
of view:

“We have. already reached a situation where there are really
skiled men and men who are not so good.”

“We want a person who will work with nuts and bolts. ., . . As
technology develops we will need the more advanced type, but
wo will still need the nut-and-bolt type. There will be a parting
of the ways. . . . There already is an unofficial difference between
the really skllled men and the others.”

This identification of two types of men and two levels of skill
has led to an increased support for the creation of a technician grade
to represent the higher skill-level. Indeed the view was expressed
by a few technical college teachers that before very long a division
between a higher and a lower skill-level would mean that the ‘craft’
level would no longer exist:

“Eventually what' we know as craft will be phased out or made
into technician.”

“It looks as if we're still dealing with craftsmen, and industry is
dealing with operatives. Technicians deal with broader things.”

. To thesc and others it seemed that the level of skill traditionally
~ covered by the concept of ‘craft’ was becoming unnecessary or
irrelevant in modern industry. It would be more appropriate to
divide the skill-level currently subsumed under craft into two: a more
+highly skilled technician level and a less skilled, or semi-skilled,
operative level. But many others, while recognising the importante
of having a technician grade folt that the traditional craft level of
skill was gtill rélevant. This was emphasised by represcntatives
both of the AUEW and the EITB:

“We don’t agree with a technic:an/opetative level. A tochnician
can feed in the data, but someone needs to make the machine.”
(AUEW official)

“We see that there are increasing semi-skilled operations which
were previously done by craftsmen. But the number of craft
trainces has stabilised—in fact has gone up & bit. . . . The move

to semi-skilled work is limited, mainly to -certain eompanies "\

(EITB oﬂlcul)

S
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Many employers in the engineerifig study also supported the recogni-
tion of a technician grade while preserving the traditionat craft
grade also. : E

This situation can, of course, be said to exist already. There is a
large and grqwing number of ‘courses fx © techmicians at colleges of
further education, and a number of fgns employ workers graded as
‘technicians.” However, only five 8T the 31 separate firms in our
engineering study recognised a technician grade in any way, and even
,in these five it was sometimes an ad hoc .or special arrangement.

TABLE 14- p

NUMBER OF APPRENTICES ENROLLED ON TECHNICIAL COURSES
IN ENGINEERING BY POLICY OF FIRM WITH REGARD TO RECOGNI-
TION OF TECHNICIAN GRADKS

”

Number of appm‘ntioes in

F.i';ms which .
Firms which don’t Firms with
recognise recognise policies Total

technicians | technicians unknown .

Technician course — ‘
deliberately enrolled| - . . ‘

by firm 2 (1) — . .
Technician course— 5 @ 4amn
enrolled by training ! : Y 5
centre or college 4 ?) 23 (59
Craft courses 4 (3) 144 (21) 13 (12) 161 (36) -
Total 10 8) 167 (26) 18 (16) 195 (47)

* Numbers in brackets refer to numbers of firms concerned.

One firm gaye the title to two leading handd because they wanted’

them on the staff. Another used the name for draughtsmen in the

- drawing office. A thifd used it only for foundry technicians.4 How

" these practices resl to the enrfolment of apprentices for technician
* courses at technical colleges is shown in Table 14. ‘

. A total of 34 apprentices in the engineering group were enrolled

for courses at technician level at college in the first year. Of these,

two were put onto a technician course by a firm which recognised

4 It should be added that in accordance with their grading agreement clectrical
contracting firms recornisod ‘technician electricians.” But since this represents
a special use of the title for one step in their grading system for craftsmen and
does not involve studying on a technician gourse at technical “tollege, this
usage is omitted from our discussion, .

. . ) )
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technicians as a grade. Four belonged to a firm which recogiiised a-
technician grade without relating it in any way to college courses.
In this case-the apprentices were selected for technician courses by~
the Group Training Centre rather than the employer. Five more -
apprentices doing technician courses were employed by four firms’
whose policy with regard to technician grading i$ ynknown.5 The
other 23 apprdutices belonged to five other firms’ which did not
recognise a technician grade. ~ '

The absence of any connection between recognition of a technician
grade in employment and enroiment of apprentices for technician
courses at collogo was even more marked in the motor study. None
of the 49 workshops which we yMsited made use of the term ‘techni-
cian’ in relation to any of jts employees.¢ In seven branches of
two large firms, however, there were employees known as ‘testers,’
‘quality controllers’ or ‘service engineers,’ and in many firms
there were ‘reception engineers.” These employees could be thought

- of as constituting something like a technician grade. Only one of the

two large firms referred to, however, went in for a policy of enrolling
promising boys for techhician courses. This accounted for seven

- out of 17 gpprentices in our sample who were on technician courses
.at college, The other 10 came from a variety of firms none of which

had a policy of creating a technician or othgr higher grade.

From all of this it should be clear that while there is talk of the
importance of having technician grades, and while those responsible
for setting up college courses are providing opportunities for
suitable people to study on technician courses, there were very few

.firme in our studies where anything corresponding to a technician

grade actually existed and the enrolment of apprentices for technician

courses at colloges had little or nothing to do with the existence or
- otherwise of such grades in their employing firm. In addition we
- .should point out that none of the apprentices in either group who

were doing tochnician courses at college were recoiving any special
form of training as technicians. All were being trained in the same
way as other craft apprentices. This situation exists even though
the EITB have issued recommendations on the use of technicians, and
are encouraging the adoption of specific means of training for

-- technicians. The RTITB on the other hand has difficulties ‘in
establishing a clear difference betwoertochnicians and other skilled

5 It will be recalled that we visited only those employers who had one or more
tvprumtlou,ln our in sample.

§ With the exception of some Ford garages where all motor mechanics are
auphemistically termed technicians. . :

7.
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v
men because of the @reat diversity in necds and practice amongst =
garages of different types.

It is safe to say, then, that none of the boys in our study who were
engaged- as apprentices were receiving systematic and deliberate
training and education for future employment as technicians.’
This indicates that as far as the evidence of our case studies goes,
the industrics concerned are not taking scrious steps towards the
adjustment of the apprenticeship and craft system to allow for a
higher or technician grade alongside the traditional craft grade. If
technicians arc emecrging they nt (in the words of an EITB
representative), *‘happening by atcident, by their ability rather than
{ by design.”

As far as skill-level is concerned, therefore, the general situation
is that many of those involved in the employment, education and

_ training of apprentices realised that differences of level do exist
within ‘craft’ skills. Nevertheless, with one notable exception,
there was little evidence of any attempt to give recognition to these
differences by establishing different grades® of tradesmen or by
®stematically selecting and training technicians as well as ordinary
craft apprenticcs. The exception was provided by the electrical

. contracting firms, amongst whom, as we have sean, a system of

' grading was operated. Otherwisc, the question of skill-level, which
was recognised by many of the morp thoughtful ang far-seeing of
our respondents fo be an important ono remained largely un-
resolved. In practice. most firms continued to operatc with the
indifferentiated concept and grade of craft. And into this situation
the apprentices themsclves fitted quite easily, since, as we saw earlier,

- thgy had little idea of diffetent levels of skill.

On the basis .of our study we would suggest two things with
referefice to skill-level. The first is that therc ought to be more
explicit ‘discussion of the question, and more deliberate attempt to
resolve the issues invalved,8 There was evidence that many of our
respondents realised that problems do exist in this connection, but
little evidence of much attempt to tackle them, apart ffom the
clectriciams’ grading system we have referred to. Thete is need for
an overall scheme, possibly on the lines of the electricians’ scheme,
- . which would take accoant of the varying needs of industry, of

*  changing technology, and of the different abilities and ambitions
7 We heard of one or two’ cases w?here other employees wéw being trained or

N -educated as technicians but these were outwith the apprenticeship system.
¢ The Government documents referred to in footnote 3 above appear to assume

that there are differences of skill-level but refrains from engaging in any
~  explicit discussion of the issues,

o e . 100 . .
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of diffcrent apprentices. The second suggestion is that in whatever -
way differenges of skill-level may be recognised, it is important for
other reasons td preserve the concept of ‘craft’ and ‘trades.’
We have seen that “having a trade™ is a very significant thing for
apprentices, their parents and others, and that the sense of security
and of pride in their work of a great many people are bound up with
this concept. In view df this it would seem to be preferable to think
in terms of expanding the concept of crafts or trades and of including
different skill-devels within them rather than tq attempt to abolish
or bypass them altogether. ) -
Summary Y

-

This chapter has dealt with the question of the breadth of skill |,

which apprentices acquire, and the question of djfferent levels of

.skill within trades. "It was argued, on the basis of the views of

employers as well as apprentices, that it is impqrtant for both
parties that skill-area should be neither too narrow nor too broad.
Too narrow a skill-area threatens “ransferability of skills .and
reduces the apprentice’s interest in his work. Toq broad a skill-arca
can mean that apprenticos are being trained far beyond their
cmployers’ requirements, and can leave them without the satisfaction
and security of identification with a particular trade. . While the
need for breadth of skill-area and flexibility of trade-boundaries
has been under-recognised in recent times, the value of a recognisably
délinoated skill-area has perhaps received insufficient attention.

Different lovels of skill are already recognised informally within .

the craft system. But the existence of a range of abilities amongst -
apprentices and tradesmen, and the development of more advanced
technologies alongside existing craft skills indicate the need to
provide a more adequatp recognitjon of different skill-levels. ‘One
way in which this could be done js by means of a grading scheme
such as has been developed within “the electrical contracting
indystry. There appears to be to recommend such schemes.
Another way is by developing ician grades in employment with
asful completion of technician courses
at technical colloge. But as far as this study goes the provision of
such courses within the further education system has not been used
by esaployers on a basis for appointment to technjcian grades. In

there would appear to e scope for more attempts to deal
with |the issue of different skill-levels within the apprenticeship

. p
]
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" THE ORGANISATION OF
APPRENTICE LEARNING

. In the previous section wo discussed the approntlocs attitudes to
the three differont: types or aspects of education and training which
they were receiving in off-the-job training, on-the-job, training, and

. further ¢ducation at a technical college. In this chapter, we will
{ look at the views about theso aspects of education and training held

: by thq others involved in the apprenticeship process—employers,
training centre instructors, cqllege teachers and others—and relate

their comments to what we laarned from the apfirentices themselves.

‘- \')J-thedob Training

Most of the people in all posmons to whom we spoke were broadly
in favour of off-the-job training; there were no very srongly voiced
views or wide differences of opinion. Perhaps the most important
point thdt emorgod from our distussians whs the reference point
of the various comments, or the cntenon by which oﬂ'—tho-job,
training was assessed.
v It i3 hardly susprising that most of the trammg centre msfructors
we intorviewed (18 out of 29) fejt that off-the-job training .was
essential or very important. What is interesting is that sevon of
them thoyght that while this type of training was good, it could
be done equally well on-the-job if the conditions and arrangements 'g

&

T

#¢ right. . Foar went so far as to. say that on-the-job training " 4
would really be Retter were it not for certain practical difficulties: . ;7

“If you could guarantee good tradesmen, on-the-_;ob tmmnj ;‘5‘
would be equal to off-the-job.”

“Equally good training can bo ngon on-tho-qu—lt depends
Ihl'l'ﬁ e

-
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“It could be done bctter on-the-job, but you cln’t got the
instructors and cquxpment to follow a pattern of trammg The
working environment is better.”

*If you could have a full- ume instructor on-tho-job this would
be better than here.” _ .

- Moreover many of those who stressed the importance of off-the-job
training gave as their reason the inadgquacies of on-the-job training.
And this was even more marked amongst the seventeen college
teachers who were interviewed. Only seven of them felt that off-the-
job training was definitely essential, and they mostly stressed the
deﬁcncncnes of the workshop situation for trdining purposcs

“Off- tho-;ob training is essential, because of the hmmmons in the
motor industry today—so many busnmes simply replace units.”

“It's very difficult to get the right conditions in an on-the-job
situation, particularly ‘in the first year. First year off-the-job
training is necessary.”

The rest of the further education teachers all bglievod that training
by only on-the-job methods would be as good aé, if not better than,
sending apprentices to training centres, if difficulties inherent ip
the workshops could be overcome. In general it seems that trdining-
centre instructors and college teachers saw. off-the-job training as
doing the same thing as on-the-job training was meant to do.. Off-
the-job training was not regarded as desirable in principle, but as
something which had become necessary or desirable because of the
inadequacies or, deficiencies of on-the-job training. The employer’s
workshop and its advantages and disadvantages from the training
point of vieWw remained the reference point throughout. . '

The employers interviewed in both the motor and the engineering
study took a similar position. Of those who sent their apprentices
to a training centre few had any serious criticisms, while those who

_ did not mostly had few opinions on .the subject. The “points of
criticism expressed by employers and managers with apprentices
at training centres mainly had to do with the relevance of oﬂ'-t.ho-job
training to the requirements of the workshop. One problem in a
few motor garages was that apprenticés came to them from training
ocontres expecting to do some of the comparatively advanced work
in which they were being trained, whereas the garage wanted them

“for simpler, more basic tasks:

“They get a higher education at LAGTA than we would allow
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them to do in the workshop. The basic jobs must fall to the
younger boys. They expect to do bigger jobs than we give them.”

“Boys come with too high expectations from LAGTA."”

A few others complainle that, while the training given was good,
the apprentices were not taught to ‘work_ at qpeul in the way that
the garage required --a point which some apprcnmcs referred to as
well (p 34):

“There's not enough emphasis on speed and efficiency.”

“The pace is relaxed: It takes three-or four weeks 4after their
return) to change up a gear in speed.”

Another point to note is that in cases where the work of the firm
was somewhat diflferent from that of the majority in a group training
- centre, the.employers tended to express dissatisfaction. Five out of
the six representatives of heavy vehicle repair firms in the motor
study and two of the three representatives of structural engineering
firms in the engineering study felt that the particular nceds of their
workshops were not being aggquately met by the training centres.
The relation of the training centre to the place of work was something
which concerned~many Electricity Board managers in a different
way. Of the 17 managers Wwith rcsponsnbnhty for apprentices whom
we interviewed-11 exprcsscd the view that there was too great a
difference and too little a connection between the training centre and
the conditions and type of work done in the power stations and
districts where the apprentices yere to be‘working. Many felt that
the period of two years of off-therjob training was too long:

-3

"Evcrything' is laid on too easily: (at the training centre). It’s
clean and neat. They’roc shown what to do—there are no
problems. Here it’s a different world.” - 4

“They’ré too long away from the working environment.”

~ “The boys should go to the-training centre for a-short peried and
then come to industry to find what it's about.”

_A similar concern about the relevance of off-the-job training to the

actual requirements of firms' work was expressed by representatives
of empleyers’ associations. This view yas also achoed from their
side by a number of training-centre instructors:

“There should be 4 time when the boy is familiarised with a
power station while he's still at the training centpe.”
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“I'Ve no idea what arf apprentice gocs through when he”leaves
here. I'd like to go out and see what they're doihg -it'd be a
big help for us.” ) .

~In drawing attention to theso various opinions we are not con-
cerncd with whether they are valid or justified. We refer to them as
illustrations of the general attitude of people who were concerned
with apprentices towards off-the-job training, and of their point of
reference in assessing it. Off-the-job training was scen and judged
witlr direct refergnce to the conditions and requirements of the
apprentices’ employment situation ‘and not with reference to the
general training nceds of industry- -nor, to any large extent, with
reference to the passible future needs of the apprentices themsclves.
The large majority of those concerned were in favour of off-the-job
training, and had fow serious criticisms. But therc was a widespread
coneern that it should not be allowed to get too far removed:-from
the day-to-day practical reality of the work done in their employers’
workshops. It will be noted that thesc attitudes are very similar
to those we discovered amongst thq apprentices themselves. They
too were keen on’ off-the-job training as a means of learning their
trade. (In passing we may note that thélr instfuctors confirmed this:
19 out of 29 said that apprentices at training centres.were generally
keen to learn, and only two saigd they were not)., But as we saw
carlier they wanted their learning to be directly related to the work.
they would be doing so that they could get satisfaction from exercis-
ing their practical skills. . i
~ Since, then, the participants in the apprenticeship process viewed
off-the-job training with reference to its relation to the actual tasks
of the workplace, how is this training related to the training which
apprentices receive on-the-job, within the workplace itself? This is
angissue which we will discuss below in the course of our discussion
of on-the-job training. Similarly, the question of the relationship

" between off-theljob training and the work done in technical colleges

is one on which many people expressed their views, and we discuss
this when we turn our attention to further education.

On-the-job Training .

On-the-{ob training was univefsally redagnised by all whom we
spoke to ds an important aspect of apprentice learning. The idea of
apprenticeship as an arrangement which involves the employment
of the apprentice by an employer who is respansible for giving him
training in his workshop was not apparently being questioned,
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and no one suggested that the training of apprentices should be done
outwith the employer’s workshop altogether. The more pregise
purposc of on-the-job training within the context of the 6Jt’hcr
aspects of apprentice learning, however, was not so clear. Where
off-the-job training and further education arc taking place, is it
part of the purpose of on-the-job training to provide explanation.
of the work of the trade, or is its purpose solely to provide practical -
experience of the work? The latter point of view was taken by a
representative of the Construction Industry Training Board, with
reference to that industry:

“On-the-job training is the application of skills lcarned in another
place, not the learning of new skills. There is no instructor at
work to explain because the big ogre of bonus makes a nonsense
of this.” '

Other training boards, however, have taken a different approach.
The Engineering.Industry Training“Board assured us that on-the-job
training “‘undoubtedly involves explanation as well as experience’;
and indeed this is implicit in the EITB's module scheme. The
emphasis of thc Road Transport Industry Training Boggd has been
on ‘“‘consolidation” in the workshop of what has been [earned
off-the-job, but it is assumed that there will be some explanation.
That shcre was some uncertainty on this issue even within training
circles is shown by the fact that more than a quarter of the training-
centre instructors we interviewed thought that the purpose of on-the-
job training was simply to provide experience to back up off-the-job
training, while the remainder understood that further explanation
was an important part of the purpose. Since, however, the general
view held by most people we spoke to was that on-the-job training
should include etplanation as well as experience, we will include
both these aspects in our.digcussion, as wedid in our discussion of
the apprentices’ attitugés earlier. .

The questions that arise in connection with on-the-job training
have to be viewed in the light of the various working arrangements
which were made for apprentices in different firms and in different
industries with different types of work. As we saw earlier, our
interviews with the apprentices made it clear that the traditional
arrangement by which an apprentice is allocated to one tradesman
foralong period of timeywas no longer the normal pattern in the
firms in our studies; and also that the motor apprehtices mostly
reported that they wereworkigg on their own by the third year.
This situation was largely confirmed by the apprentices’ employers.

10, ‘
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Of the 49 garage managers interviewed, six said they tried to put
young apprentices with individual tradesmen for a period of three
mq’qths or more, but that this was not always possible. Eleven
said their apprentices were working largely on their own even from
carly stages of their apprenticeship period, while the rest said that
boys worked with different tradesmen without any special or long
term arrangements. Of the 47 employers and managers in the
engineering study 11 said apprentices were put with an individual
tradesman for a spell, but only two of these said that this amounted
to a long period, while the large majority (33) indicated that the
apprentices worked with different individual journeymen or with
a group of men as need arose. Only three said their apprentices

TABLE 15
INSTRUCTORS® AND TEACHERS' VIEWS OF ON-THE-JOB
TRAINING
S g
T.C. Instructors College Tcachorn

Satisfactory 1 o 2 -

Mixed 6 . 8

Mostly inadequate 18 . 7

Don't know 4 _

Total 1T 2w 17 ‘

ISR U : A e e T

worked Iargely on their own. It is furthcr worth notmg that of tho
11 employers who reported thag boys were allocated to one trades-
man for a longer or shorter spell, eight were involved in electrical

_ installation work. In this type of work it is still useful to have an
apprentice and a tradesman working together—a point we shall
return to shortly. But in engineering establishments the practice
of allocating apprentices to individual tradesmen fogra period had
apparently been abandoned almost completely, as far as our study
was able to show.

Given these working arrangements, how well did our respondents
think on-the-job training was working, and what problems were they
aware of? In general most of the employers soemed to feel that

_ on-the-job_training was working satisfactorily in their establish-
ments, though many of them referred to particular problems.: Less
favourable verdicts were returned by those involved in further educa-
tion and training. Table 15 shows that very few of the trammg-
oentre instructors'and college teachers felt that on-the-job tranmng of

- apprentices was satisfactory. 4 _

L
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The instructors were cspcunlly inclined to feel it was inadequate.
As with the employets'these groups were also conscious of purtuul.u

prablems ¢onnected with training in the workplace, and it is worth

looking more closely at some of these. They can be roughly divided
mto (1) difficullies over providing adequate explanation, and
(2) difficultics over arranging appropriate experience.

(D) The first problem in connection with explanation was that of
allocating responsibility for explaining the work to the apprentice.
In places where apprentices are working with a variety of different
tradesmen or with none, who is meant to be responsible for explain-
ing the work to them? Under the traditional arrangement it was
assumed that the journeyman with whom a boy was placed on a
long-term basis had this responsibility. In most firms this assumption
that the tradesmen would show apprentices what to do ard explain
what they needed:to knaw remained unquestioned. In many of
the motor garages, however, esgecially where apprentices were
working on their own, they were also encouraged to-come and
ask the foreman if they had any¥difficulties. When we interviewed
the engineering employers we explicitly asked them not only who
was responsible for explanation to the apprentices, but whether

" the arrangements worked satisfactotily. All 18 of the employers in

clectrical installation said that the journeymen were responsible,
and only two indicated that there were any difficulties or problems

in 'this arrangement. Of the 30 employers in engineering establish-

ments, on the other hand,20 said that the tradesmen were responsible

for explanation, but seven of these indicated that the arrangemcntq'

were not entirely satisfactory. The other. ten had alteady made a

formal or informal .arrangement that the supervisor or foreman °

should aecept responsibility for explaining the work to the appren-

tices. From this it seems that some difficulty was being experienced

in a number of cngineering workshops in arranging for tradesmen tq

explain the work .to-appreéntices. The traditional assyniption that

knowledgé would be¢ handed down from tradesman to appréntice

.did not appear to be wholly adequate any longer, and some firms

were making altarnative arrangements. Many firms in both studies,
however, had altered the traditional relationsfip between the
apprentice and an individual craftsman without apparently giving
much thought to alternative mc(hdds of allocating the responsibility
for explanation to apprentices. And even whore thoyght had been

given the problem éften Temained. As one manager explained:

“It becomes a bit of a problcm. We find that many journeymen

10s
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can get it wrong. . . . But the jourheyman's part in teaching
apprentices is traditional, and supervisors can say it’s not their
job ”"”

‘ Another reason’ why explanation on-the-job presented dlﬂmultnes
was lack-of time. Pressure of work and the need ' get
things done in a hurry meant that even the tradesman whjs was
interested in explaining to the apprentice often did not have the
chanco As one training-centre instructor put it:

“The journeyman of today doesn’t have thé time even if he has
the interest or ability.”

Occasionally the pressure againsttaking time for explanation came
dircctly from the management, as in the case of the garage owner
who told us:

“The mechanics explain to the apprentices, but sometimes they °
take too much time to it.”

But the difficulty over time was felt to be particularly acute where a
bonus system was in operation. In such situations tradesmen were
aware that if they took time to give explanations to apprentices
they would be losing money themselves. In some firms, such as the
South of Scotland Electricity Board, an attempt was made to over-
come this difficulty by making a financial allowance to tradesmen
who had apprentices with them. But even this did not overcome all
the difficulties. More than one Electricity Board manager complained
that “the craftsmen don’t always like having apprentices because it
interferes with the productivity scheme.” And a manager in a
building firm employing electricians pointed out that ‘‘men are
reluctant to work with first r second year apprentices because of
. loss of bonus.” Bonus or productivity schemes, then, by increasing
the financial pressure to work hard all the time, make it difficult to
operate the traditional arrangement whereby tradesmen explain to
apprentices as they go along. An official of the Road Transport
< Industry Trammg Board complained: “The bonus scheme is the
biggest thorn in our side.”!

Along with lack of time, another difficulty spoken of was that some
tradesmen did not have sufficient knowledge or the ability: to
communicate what they knew. “Some fitters,” explained one plant-
hire firm manager, “are not very good, so they don’t explain much.”
“My impression,” said one motor vehicle training instructor, “is
I This point was made forcefully by Liepmann (1960) p 105.

10y -
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that old Joe tells wee Jimmy, and old Joe doesn’t know. A lot of
misconoeptions are passed on."”

This difficulty was apparently increased in situations where
apprentices had been taught comparatively advanced skills and
theoretical knowledge in their off-the-job training and college work.
*““There are many instances,” said one Electricity Board manager,
“when because of the variety of their training they embarrass elderly

‘craftsmen.”” Many craftsmen, we were told, had not received the

kind of training and education that the apprentices workthg with
them had been receiving, and so “‘they*basicellygdon’t uggerstand
how things work.” They might be able to show a lad whar to do,
but to explain why was beyond some of them. '

Thero was the added difficulty that even if craftsmen do have thd
pecessary knowledge they may not have the ability to impart it.
Some men of practical ability and understanding lacked the verbal ’
skills to communicate their knowledge adequately.

A problem about explanation whichr was mentioned by some of
our respondents was that there were some tradesmen who were
not interested in apprentices, and did not wish to be bothered with
them. According to one employer, ‘‘some journe)‘rmen resent having
apprentices” ; another said some of them “find it a nuisance”; a third
explained that some craftsmen’ “want to do the job themselves”
and sqQ they are not much good for apprentices. Some training-
centre instructors and college teachers spoke of the same problem:

_“It comds back to the tradesman. If he’s onto a good one he
learns, but many don’t bother."™
“It seems as if no-one cares.”

In mentioning these problc‘ms connected with explanation‘on-the-job
we are not suggesting that they existed everywhere, or that all the
tradesmen in the firms concerned gave inadequate explanations for
one or more of the reasons we have mentioned. Obviously there
must have been many tradesmen who took an interest in apprentices,
and took time and trouble to explaii. To quote two managers:

“Craftsmen are pleased th air their knowledge—they're helpful.”

“One or two journeymen really enjoy having an apprentice bocause
they take pride in their work-and like to show them. And the
others accept them—no problems.” _ C )

And it was apparent that foremen often took the trouble to discover
which tradesmen were interested and competent and tried to place

N

apprentices with them whenever possible:

110
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“We pick the men who do impart the knowledge usually to

, Yyounger men.”

It is clear then that the problems of explanation did hot exist
uniformly everywhere. But the comments of employers, instructors,
college teachers and training board officials made it clear that luck
of time, especially where bonus schemes weré in operation, lack of
knowledge or the ability to impart it, and lack of interest or of the
right attitutle did sometimes make explanation by tradesmlen less.

thap adequate; and that in some cases the lack -of clear definition

—Qf who was responsible for explanation whent apprentices were
working with a variety of craftsmen tended to increase these .

problems.

It will be recalled that in ourfdiscussion of the views of the
apprentices, we noted that some of them were awgre of exactly
these difficulties2 and that we suggested that the relationships between
craftsman and apprentice was the crucial problem area for on-the-job
training. This suggestion appears to be borne out by the comments
of a number of those responsible for the employment, educatjon
and training of the apprentices.

(2) Difficulties of experience: our enquiries suggest that breadth
of experience could apparently be restricted in two ways. The first
had to do with the range of work undertaken in the particular firm
where the apprentice worked. We reported earlier that the engineer-

ing apprentices in particular tended to feel that their place of work

did not offer thein a sufficiently wide experience. This opinion was
not shared by their employers. Only one out of the 48 employers

- and managers in the engineering study admitted that apprentices in

his firm gained only a limited experiente, while 33 claimed that the
variety of work done in their establishment offered a wide experience.
However the contact which college teachers had with apprentices
from various firms in both studies led a number of them to comment
on the lack of breadth and variety in the experience of many boys.

- From this perspective some felt it would be useful to apprentices

if they were able to move around different types of employment in
the course of their apprenticeships in order to broaden their
experience: ' .

“A boy who starts in a small place should move during his
apprenticeship, otherwise he’s not a real clectrician.” :
“It's a good idea to be in &ﬂognt kinds of companies.”
2 Sec pages 39-40. - .

-
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“It’s quite good to move areund during apprenticeship. You can
get to 25 and know nothing but Ford or something.”

A second reslriction could arise from the kinds-of tasks which

. apprentices were given or allowed to dq, and the way apprentices

had to fft in with the requirements of gpduction and work organisa-

. tion in the fitm. Older apprentices in particular were, of course,

used for productive work in nearly all the firms. Only four employers
in the enginecring study claimed that their apprentices were super-
numerary throughout their apprenticeships. The nature &f their

- involvement in productive work and the extent of any limitation in

their experience because of this involvement varied between firms
and industries. We have scen that most of the motor vehicle
apprentices- were working on their own by their third year, if not
carlicr. That a good proportion of the productive work of many
garages was done by dpprentices is shown -y the fact that in most
garages the number of motor mechanic apprentices was not far short
of the number of skilled mechanics, and in approximately one-third
of the garages there were more apprentices than mechanics, One
owner of a medium-sized garage explained the position f;rankly:

“Unfortunately the overheads of a garage are not covered by
employing tradesmen. QA paying their wages there is little
left out of what the qustdmer pays. So the only way to make
things pay is to employ third- or fourth-ycar apprentices.”

While it was maintained by the Scottish Motor Trade Association
and others that “‘nowadays an apprentice is not cheap labour any

more,” it is nevertheless clear that if there were apprentices in a.
garage it was# the employer’s immediate interest to use them for as

much productive work as possible.

A similar situation existed amongst clectrical contractors under-
taking repair or installation work. In this type of work apprentices
were often required to act as assistants or mates for the skilZd men:

“We need the apprentices to help the men. We can’t
men on a job—it’s too costly.” . .

“There's cgrtain jobs it wouldn’t pay you to have two men doing
that kind of jqb——wiring—pulling wires through, etc.”

nd two

And one manager assured us:
“We get a lot of work out of our apprentices—they pay their way.”

In addition to direct productive work, however, it appeared that
in a number of firms apprentices were required to do a varicty of

11z -



v

ORGANISATION OF APPRENTICE LEARNING 101

unskilled or menial tasks which no-one eise was employed to do.
Sometimes it was simply the less skilled jobs, as two engineering
- employers explained:

VThere arc some jobs which it wouldn’t pay to put time-served
men on.”

“We usg apprentices on stock jobs—some of the menial jobs
which are not really skilled men’s work.” .

But sometimes it was the more menial tasks or tasks not directly
connected with their trade. One contracting employer admitted:

“They're handy as skivvies at an carly age, at a later stage they
are frequently aids to the tradesmen.”

And a structural engineer pxplained that:

“If we could get plenty skilled men we would still take on appren-
N tices because you can't use skilled men to do menial tasks in a
, company. Most people use apprentices for this.” ‘

While a man with responsibility in a motor firm's trgining centre
complained that:

“Often they're just sweeping up. One boy was in the office for a
year, pefore that he was sweeping up, etc. His apprenticeship
was a total disaster!” g . J

If apprentices are used to any large extent for unskilled or menial
work this will clearly restrict the range and depth of experience they
gain in the work of their trade. But gven if they are kept on skilled
work their experience with the firm may be limited because the
requirements of production make it difficult or impossible to plan a
balanced programme of work experience. We have seen that few
of the apprentices themselves were aware of any plan or programme
in connection with their experiencd in the workshops, and this
position was largely confirmed by their employers. Motor.engincers

mostly spoke of the difficulty or impoo,qilglity of operating a pre-
arranged programme of work-experience in the situation where no
one knows from day to day what work is going to come in. Only
.14 of the 49 claimed that they made some deliberate attempt to
ensure that apprentices gained the necessary variety of experience.

\Bieven of these 14 were in larger establishments where the volume
of work was greater. In the engineering study, the Electricity Board
managers spoke of the Board’s plans for systematic experience
on-the-job, although five of the. 17 referred to the diﬂiculties, of

H
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operating such a plan in practice. Only cight employers in the 31
other firms indicated tNat there was any systematic plan for work
experience for their apprentices, and none of the eight was in a swmall
firm with less than 100 employees. Firms in which skilled men
were unpk))ul on maintenance and repair work faced a particular
difficulty in this respect. Much of the work arose as a result of
brecakdowns in machinery, which meant that it could not be planned
in advance. Apprentices’ riuue depended to some extent on
what machinery or parts ¢ plant happened to brecak down.
As a power station managed/&plained, ““In all an apprentice’s time
a turbine may not be opened up.”

There are, then, difficulties in connection with the provision of
systematic and varied experience for apprentices on-the-job. This

. 1S not 3 suggest that all or even most of our apprentices were,

recciving inadequate or too narrow an cxperience, or that no attempgs
were being made to ensure a broad experience. Our purpose 1s
rather to indicate that our respondents made it clear that there
were problems ih this connection—problems which arose sometimes
from a lack of variety of types of work undertaken by the particular

,l

firm, and more frequently from the pressures of production, the

types of tasks which apprentices were given to do and the difficulty
of planning experience amidst the_requirements of the workshops.

We may add that this is consistent with what the apprentices ghem- .

selves had said: many of them, particularly in the engineering
group, complained of lack of breadth in their experience,3 and
few were aware of any plan for their training or ‘experience on-the-
job.4

It is, of course, partly because of problems of this kind connectod
with both explanation and experience on-the-job that emphasis
has been placed in recent years on training off-the-job. Our enquiries
amongst apprentices, employers and trainers" suggest that there

was a large measure of satisfaction with training centres and off-the-

job training, thus indicating that this has been a successful answer
to some at least of the problems inherent in traditional on-the-job
training. -Nevertheless, as we have already indicated, everyone
whom we spoke to still believed that on-the-job training had an
important part to play in apprentloeshlps apprentices themselves
were keen to be involved in the real life sntuatnon employers wanted
boys to have direct experience of industry; arid even those involved
in off-the-job training assessed its importance with reference to the

3 See page 43.
‘S“pa‘e“ . g f
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roquirements of the-workshops. If, then, there are difficulti
connected with on-the-job training, the answer, from the point :;
view of the participants in apprenticeship, cannot lie in rémoving
training from the workshops altogether. The setting up of off-the-job
tmaining does not do away with the problems of on-the-job training.
Are there, then, any possible ways of overcoming these problems
emerging from our enquiries? One method of trying to improve
on-the-job training, is to establish a closer link between on-the-job
" and off-the-job training. As things were, there was a strong feeling
amongst training centre instructdrs that the two types of training
did not fit well together. (Only three said they seemed to fit well
together, 12 said'they did not, and seven that it varied). Some of the

. instructors also complained that they did not know enough of what
kind of tralmns boys received on-the-job:

[}

“I've never heard anything about on-the-job trammg—we get no
feedback.”

*] asked to go out and sce what they do in on-the-job training,
but I wasn’t allowed.” .

Others believed that it would help to overcome the problems of
training in the workshops if training centres, possibly in the person
of one instructor, were to keep contact with apprentices when'they
left and monitor their progress in the workshop: ‘

**There needs to be somoone who checks on what they’re learning.
I'd like to see someone appomted from here to report back
on the boys.”

“There should be & follow up from the training centre for two
years while they are in the power stations.” °’

“There should be a closer relationship between local managements

"~ responsible fot training ®nd instructors ::t the training cen

It should be said that group and company training contres are
increasingly trying to establish this kind of link with on-the-job
- training. Within our studies there were various attempts to regulate
the types of experience which apprentices received by issuing
programmes of work and methods of recordmg the experience of
oach boy. Elsewhere such regulation is attompted by training
boards, particularly by means of the module system. Such attempts
are no doubt useful and will make some contributjon to overcoming
the haphazard nature of on-the-job experience. Our contacts with
various respondents suggest, however, that the pressure of production
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requirements in the workshop and the limitations imposed by the
‘kind of work available will continue to make it difficult in many
cases for firms to carry out réecommendations about on-the-job
training. And if outside agencies insist that companies carry out
progranunes of training involving planned experience, it is often
possible for companies or foremen to fill in the nccessary report
cards, even'if the work was not actuallyscovered by the apprentice.
Numerous examples of this came to our attention during the course
of our enquiries,3 Thus programimes and mositoring systems of this
kind, while they will doubtless bring about some improvement in .
on-the-job training, are not likely to get to the roots of the problems.
If the industries and workplaces\{vhich we looked at in these case
studies were at all typical of othets, then the real problems of on-
the-job training arisc from twg: soutces. TFhe first is a problem of
inadequate expldnation and it arises out of the uncertainty and
problematic character of the refationship between the craftsman
on the job and the apprentice. The second is a problem of insufficient
breadth and depth of experience 'and it arises out of the pressure of
production and the kind of tasks which apprentices are expected
to do. We cannot hope as a result of our studies to be able to put
forward fully workedvout proposals for overcoming these problems.
We did, however, come asross two suggestions which, if implemented,
would go some way towatds,dealing with them. o
The first suggestion is that a certain number of tradesmen in a
workshop should be selectéd and trained for the work of demon-
strating and explajning the work of the trade to apprentices. These
would need to be men who had an interest in young people and the
basic ability to communicate. A brief training in the skills of
demonstration and explanation would be added. Thereafter they
woyld be the men to whom apprentices were assigned, if possible
for a rcasonable length of time. Some financial recognition of their
position and resfonsibility as craftsmen/instructors would be
necessary, and in workshops operating a bonus system there would
need to be an arrangement to ensure that they suffered no loss.
Courses for training craftsmen are, of course, already available.
5 An interesting illustration of the attitude of pevple in some firms towards
outsiders connected with training is provided by the occasidn when an inter-
viewer called {0 see the fleet engineer of a transport firm. Afterwards, he had
a briel word With George, an apprentice, who said he was being moved
s lemalicall{ round six depgrtments, spending a month in each. Later °
ecorge was Interviewed when he returned to his training centre, and the first
thing he said was: “See what 1 told you about movinf round different depart-

_ments. It was all a lie. The foreman told me to tell you that. I was in the
same department all the time.”
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- Within the orbit of our studies the Road Transport Industry Training
Board hold brief training courses for final-year apprentices and
craftsmen to help them train apprentices; and the Engineerin

Industry Training Board conduct courses within companies to train

on-the-job module controllers, and selected craftsmen attend these
courses. What is required, however, is not only that such courses
be held, but that companies should carefully select tradesmen to
attend them, should then adopt a policy of allocating apprentices
to these selected and trained craftsmen, and should arrange the
work-load and the wage of these craftsmen so that they have the
time and opportunity to explain the work to the apprentices. If
this were done the problems of apprentices finding themselves
beside tradcsmen who had insufficient time, intcrest, knowledge or
ability to communicate would be reduced. We faund very little

cvidence, however, that the compamcs we had dealmgs with were -

taking steps of this kind. _
The second suggestion is that companies should consider setting

up ‘sheltered workshops’ fon apprentices. A ‘sheltered workshop’

is an arrangemeit whereby apprentices (especially the younger
ones) can do some of the actual production work of the firm but
without the pressure or rush that often accompanies the rest of the
work and with more help and advice than would normally be avail-
able. We have seen that the apprentices were keen to do the actual
work, and % get on With complete jobs by themselves, but with
someone at hand to advise, to check or to be consulted in difficulties
(3ec page 45 above). The pressures of the workshop often make it
difficult to provide for the apprentices’ need for advice, explanation,
and planned experience, whereas off-the-job training cannot provide
the experience of doing the actual production work of the firm.
A sheltered workshop within the workplace would provide some-
thing of a half-way house between a training centre and full involve-
ment in the ordmary production work. It would give the opportunity
for real work experience of a planned and controlled (thg‘gh perhaps
- limited) nature with the ready help of a tradesman o® supervisor

whon required.  From there the apprentites could graduato to the
full work with less need for explanation and help. Clearly such an
arrangement would not be possible or appropriate in every kind of
* firm or workshop. It is, however, being introduced in some motor
garages (though'not in our study), ‘and the Road Transport Industry
Training Board are giving encouragement to the idea. It seems
that this might be qne other way of overcoming some of the problems
inherent in on-the-job training which have emerged from our studies.
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Further Education

The lmal part of the apprentices’ learnmg arrangement is the
further education component. Al our apprentices attended technmical
college on a day-release. basis for at least the first part of their
apprenticeship. We took the opportunity of discussing this aspect
of their apprenticeship not only with the Roys themselves, but with
the teachers responsible for their courses in three colleges, with the

instructors at training centres, with the’ apprenums employers and -

others. It is safe to say that in these intctviews we encountered very
little opposition to the idea of further gducation. On this point the
attitude’ of the employers was of particular interest. The large
majority of employers and managers we spoke to in both studies
felt that it was important for apprentices to,go to college (Table 16).

TABLE 16
EMPLOYERS’ VIEW OF COLLEGE/BY SIZE OF FIRM

Motor Vehlrle Group

N —
College College
Important Not Important
Small private garages . 11 7
Medium-1 private garages 13 1
«“m, Heavy vehicle workshops 8 . 4
Plant fitting workshops 3 1
Total ) 34 ¢ 13
Engineering Group
College College
o Important Not Important
1-100 employees . 5 7
Over 100 employees R 32 2
Total 3 9
— ' N N S S S

Of 46 employers and managers in the engineering study who replied
to this question nine said that college attendance by the apprentices
brought n¢ benefit to the firm, but only one of these felt that it was
a waste of time from the apprentices’ point of view as well. The
other 37 felt that in varying degrees it was of benefit to the boys and
their employers. In the motor study 34 of the 47 employers who
responded thought that college was important from the point of

118 - :
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" view both of the firm and of the apprentices, though about half of
these had some criticism of the way things were donc at the colleges.
Of the other 13, six felt that college work benefited only the
boys, while seven were doubtful about the value of further education,
two of these tending to rogard it as a complete waste of time. All in
all this amounts to a rcasonably favourable verdict on further educa-
tion from the apprentices’ employers, though thero were slightly
more doubts. amongst motor vehicle than amongst engineering
employers. t1s also clear fromthe table that most of the employers
who were not convinced of the value of college work from the firm’s
point of view were in small firms.6 Amongst some of the small
motor repairers in particular there was a foeling that they could
ill afford to losc the services of the apprentice for a day each week:

“We're losing ‘a day a week and up to now there’s no great
advantage for us.’
“It causes some difficulty in small garages with boys being away.” #

Most employers and managers in both studies, however, thought
that it was important for future tradesmen to have a groundmg in
theory ‘to understand something about how things work and why

« things ar® done, and that this theory and understanding was imparted
by the technical colleges:

“To know how it works, craftsmen must have knowledge in
addition to craft skills.” '
“Further education means apprentices know why as well as what.”

Some garage managers were particularly aware that motor vehicles
were becoming more sophisticated and that developments in vehicles
made-it necessary to have tradesmen who had good theoretical
understanding, and could think through problems for themselves.
'College was important for this. Electrical contractors were also
aware that it was important for their apprentices to go to college
to learn the official regulations governing electrical ittstallation work,
and were satisfied to have their grading scheme for ctaftsmen related
to the apprentices’ performanoce in further education.
: Thero was, then, as wo have said, no widespread antipathy to

college amongst the employers we interviewed. And this was the
_case also with other associated peoplo—representatives of employers’
orgamsations. tradc unions and training boards. There was a

is in lino with the conclusion of Ethel Venables and David Lee (Venables
7], p 96). Seo also Sweeney (1972) and Ashton (1965). :

11y
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gencral acceptance of the importance of further cducation as a part

f apprenticeship. o
When we turn to the views of college teachers gnd traming-centre
tinstructors, however, we find two interrelated queStions which arise
- in connection with further education, and it is important to give
some attention to thesc. The first is the question of gnqtivatil?g
craft apprentices to lcarn the thcorctical material which is Taught dt
. - vollege. The college teachers did not genc feel that most
s apprentices disliked coming to college (onl)‘four out of the 17
' intecrviewed were of this opinion). But wph®n asked about the
apprentices’ interest in theory only two of them said that they
. were usually interested or that it was not difficult to arouse their
/ interest in it. Most of the others expressed the view that boys of
this kind could be made interested in the theorctical aspect, but
that this could only be done by relating it dircctly to somcthing
practical. Some teachers approached this by trying to rclate the
/ theoretical work to what they knew of the boys’ experience in their

day-to-day work:

“If we go too far away from day-to-day work they lose interest.”

“If you take things which are needed later he’s not interested. 1f
you teach outside his job he’s not interested.”

“If you relate it to something they've worked with, you hold their
attention.” )

Others emphasised the importance of teaching the theory in the
context of workshops or laboratory work within the college itsclf:

“You can do it by laboratory—it gives him time to discover for
himself.”

“Get him.involved! . . . In the workshop I feed certain questions
to him and then later take them up inthe classroom.”

. The college teachers realised very well that “‘the average craft boy™
is not interested in theory or classroom work for its own sake.
'As we have sfen in the course of our interviews our craft apprentices
werc mostly concerned to develop practical skills from which they
could derive satisfaction. The teachers'had grasped that the way to
motivate young people of this kind to learn the theoretical material

- was to start from the practical, and to bring in the theory in relation
to questions that arose or experience they had. gained in practical
work. Given that some ‘theoretical understandings are important
for skilled tradesmen, and given the practical and non-academic
orientation of most boys entering craft apprenticeships, it is important
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that the general principle of rolati*)ry to pracjce and approach-
ing the unfamiliar theoretical through the familiar practical should

be adopted as widely as possible in the field of appreftice training.

This leads on to the second question that cmerged from our
discussions, the question of the relationship between education and
training. In the thinds of the large majority of both college teachers
and training-centre instructors the difference between training and
~ further education was that the former was mainly concerned with
practical and the fatter with theoretical work. If then, it was agreed
that the best approach to theory was to relate i€ directly to practice,
did not the gxistence of two institutions, one concentrating.on the
theorctical and one on the practical, causo problems for those
involved in them? Our enquiries showed that this was in fact the
casc. Only a minority of those concerned (five of the 17 teachers and
cight of, the 29 instructors) felt that the work of college and training
centre fitted in well together. The rest were all aware of problems
in one way or another. Three types of approach were discernible
among them. The first ropresented by about five of the 17 teachers
and perhaps seven of the 29 instructors,” was that education and
training ‘each fulfilled a different function and should be kept
separate. For them the only problem lay in the fact that onc group
tended to ovorstep the line and take over some of the functions of
the other:

“'d prefer.college to stick strictly to theory. We teach him to sct
‘up tools. . . . This should be left to the training centre.”
(Instructor) '

“There is a clear cut distinction. The trouble is when training
people start to dabble with things which haven't got to do with
hand skills.” (Teacher)

“The training-centre boys are taught theory which is an overlap
of our province.” (Teacher) v

The socond approach was represented by the majority, some nine
teachers and 14 instructors. They argued that it was not possible
to make a clear distinction between education and training, and that
there should therefore be a greater measure of co-operation betwee
training centres and colleges. To them the problem was one of
trying to get the two institutions to work together, to have greater
communication between them, and to plan their work together: -
frequently offered hy and diffuse comments on this issue

Respondents
with the result that it was not possible to categorise and count their responses
with complete confidence.

7
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“There should Bo some co-ordination. 1 can do something in

class. If boys have done this in the training centre it begins to
. make sonse. We could work something out between us.”

(Teacher)

“I like to sec a better tic up of the two."

“It wou\ld be better if therc was direct liaison.”

“There should be better communication.” (Instructors) —

Finally, there were a few who felt that the distinction between
cducation and training was an entirely artificial one, and that it
would be better if the work of both was done in one institution:

“I don't thmk thcm should be (a dnﬂ'crcncc) ... We should do
training here,” (Teacher)

*“1 prefer the sct -up where training is done in college.” (Teacher)

“You don’t need collegc Training centre and pracmal experience
is all you need.” (Instructor)

From this it is clear that whatever. approach the teachers and
instructors adopted, the majority of them felt that there were
problems connected With the relationship of off-the-job training
centres and further education colleges. This was further indicated
by the fact that few of thein felt able to say that they really know
what the other institution was doing (ﬁve out of 29 instructors and
four out of 17 teachers; 17 instructors and four teachers said they
had no knowledge, and the rest said they had a partial or very
general idea of what was dorte). It is worth recalling atthis point
that many of the appgntices seemed to be confused by the existence
of two separate institutions and by the difference between education’
and training. Many of them also expressed the wish for more
practical work to accompany the theory they were taught}at college. 8

There has been in recent years an increasing recognition that it
is & mistake to keep education and training geparatc. The discussion

- paper on vocatlonal preparation issued ﬁc the MSC and TSA
declared that ‘*‘vocationally-orientated learning is, however,
essentially a single process”?, and the same point has been made by
many others.10 In addition industrial training boards' have been

# In our case studies, the situation seems to be different from that reporied
by Karleti n her evaluation of the ITB craft syllpbus. See Kaneti

Ba 1974), p 22
» MSC-TSA

2.
10 See Venab Pen 1974), p 66; Venables-(1967), p 216; Kaneti Barry (1974), p 22,
26; Singer an Macdonald (1970), p 16; Hunter and Robertson (1969), p 40;
Central Adyjsory Council for E ucation (1959), p 53. -
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concernéd about this problem. Within the orbit of our studies, the
Road . Transport Industry Training Board has been emphasising
intograted training in which off-the-job training is closely related
to further education and sometimes done within a technical college.
Training within colleges is also being developed by the Construction
Industry Training Board. In engincering there has boen an emphasis
on off-the-job training centres and while the Engineering Industry
Training Board has no fixed policy on integration, it tries to arrangb
that college courses are compatible with the training. In this industry
too, however, basic training is sometimes done within colleges.

Our enquiries, within the limited areas of these case studies,
indicate that where training contres and further education colleges
oxist as separate institutions sharing in the vocational preparation
of the same apprentices, problems and difficulties are experienced
by those involved. There may be other reasons why the two institu-
tions, specialising respectively in ‘training’ and ‘education’,
should be preserved. But, from the point of view of the perspectives
and experience of the participants in the apprenticeship process on
which we have concentrated in this study, the division between
education and training and between college and training oentre
soems to‘create more problems than it solves.

It is important that vocational preparation should not only be

\\ﬂicient but also meaningful for the participants. An arrangement

der which college teachers and training-centre instructors
frequently do not know what the others are doing, under which
teachers often have difficulty motivating craft students towards
retical learning because they have no involvenent in the main
iy of practical work, and under which instructors often need to
introduce theoretical explanations but are inhibited because this is
not meant to be their province, must make it difficult for both
teachers and instructors to see their work as a meaningful” whole
and must.lead to a measure of frustration. It is perhaps even more
important that vocational preparation should be ‘a total experience
for the apprentices themselves: that they should see the relation of
theory to practice and be able to understand how the various aspocts
of their learning fit together. From the point of view of the partici-
pants there would appear to be no good reason why training and
education should be divided in two and conducted in separate
institutions. If all off-the-job learning for any particular group of
apprentices were united in ono ostablishment in which theory and
practice, education and training were combined, this would make
Qfor 8 learning process which would be far more meaningful and
& .

. 7
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far less confusing for most apprentices. I this in turn wore sup-
plemented by attempts to improve on-the-job training by such
means as the sclection and training of special crafismen to whom
apprentices would bt allocated and the setting up of sheltereds
workshops, the total process of vocational preparation could be
experienced by apprentices as a more meaningful whole, and would

in this way be more educationally sound.

Length of Apprenticeship

A fing} point to be considered in connection with the organisation
of apprentice learning concerns the question of how long the process
should go on. The duration of the apprenticeship period is normally
a matter for ncgotiation and agreement by the parties to the various
joint apprenticeship scheme covering different industries. Various
considerations therefore affect such decisions apart from the length
of time required for effective training. Within recent years the
period has in most cascs been reduced from five td four years.
It is possible to argue that, given efficient training methods, a shorte
period still would be sufficient. Our concern, however, is neithe
with training methods nor with the broad labouf market issucs
involved in the agreements between employers and trade unions
over apprenticeships. We are interested in the views on this topic
of those involved in the apprenticeship process. We have scen that
the apprentices themselves did not generally want a shorter
apprenticeship, and that a few of them would have liked the period
to be longer. The reason why tiey preferred a longer rather than a
shorter period had less to do with the time needed to acquire skills
and knowledge than with the question of when they could be
expected to assume the full responsibilities of being a tradesman.
When we turn to the views of employers, instructors and college
teachers, we find that these did not differ very much from the views
of the apprentices (Table 17). The enginecring employers were asked
to comment generally on the apprenticeship system including the
questiop of the length of the apprenticeship period.!! Of the 35
who d|§ comment on this, five thought it should be longer, and five
thought shorter. Nearly all the others who commented felt that
the four-year period was right, and it is probable that those who
did not comment were satisfied with arrangements as they were.
Similarly most of the instructors and teachers were in favour of the
four-year apprenticeships: only one in each group felt the period
could be shortened, while six instructors and one teacher favoured
1 This issue was not taken up with the motor employers.
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a longer period. When we add that the representatives of employers’

organisations and trade unions were quite satisfied with the present

arrangements with regard to duration of apprenticeships, and that
the relevant industrial training boards are not actively concerned
about this issue, it is apparent that there was a very wide measure of
-agreement on this topic.

It is worth paying some attention, however, to the reasons why
so many wanted the period kept at least as long as it is. Some
emphasised that a long period is required if apprentices are to be
‘trained in an adequate breadth and variety of skills:

“You could teach limited skills in a year-—but not maintenance
skills.” (Employer)
“In some cases it's a bit short, if they expect a great variety of
work in maintenance.” (College Teacher)

TABLE 17

VIEWS OF EMPLOYERS, INSTRUCTORS AND COLLEGE TEACHERS
ON LENGTH OF APPRENTICESHIPS

EN Employers | ' Instructors " Teachers
Four years is right 24 17 10
Should be shorter 5 1 1
Should be longer 5 6 1
Mixed/Don’t know 1 L] 5 .
No response 13 - — —
Total 48 29 17

But the main emphasis was upon the importance of “maturity.”
It was believed that the rosponsible nature of craftsmen’s work
required a level of maturity which could not be acquired in a short
period, and which could not be expected of lads of under twenty.
The process by which a young person gradually gained proficiency
and experience in the work of a trade during the period when he
was developing from a boy into a man was felt to be an important
one. Over such a period at this stage in life, young people could be
moulded not only in terms of their skill and work methods but

also in terms of discipline and life in general. This was part of the

raison detre of the apprenticeship systom. Comments from

employers included the following:

| “You couldn’t shorten the time—boys are not mature enough.”

b | “With boys you are getting someone who you can mould in
o " <« . ; .

+
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many ways- discipline wise etc. . . . You couldn’t really reduce
the time.”

“You've got to get over the period when the boy is a boy. The
apprenticeship system allows him to be half-man, half-boy.

The years shouldn’t be reduced.”

“They're serving an apprenticeship not only as gn electrician or
something, but in life.”

And instructors and trainers echoed the same sentiments:

"*You can'( teach maturity. Many lads at nineteen are not mature
enough.” N

*It shouldn’t be shorter. They're not mature enough to appreciate
certain things.”

Whether these beliefs represent a wise and realistic assessment of
the process of development of young ple and the age at which
they are mature enough to accept responsibility is not our concern
here. Rather we would like to draw attention to two things. The
first is that this view of maturity and responsibility broadly coincides
with the attitude of most of the apprentices themselves. They did
not sce themselves as ready to accept the responsibility of being
qualified tradesmen until they had served a full four years as
apprentices.

“The second point is that this belief clearly illustrates the fact that
apprenticeship is still widely regarded not just as a means of training
young poople for skilled work, but as an important social institution
which provides for the needs of people in a variety of ways. One
way in which it is felt to provide for people’s needs is by offering a
period of transition betwoen childhood and manhood during which
skills can be learned and maturity developeges

With this point we return to one of the main emphases of this
study. It appears that the basic features of the apprenticeship system
are in keeping with objectives which ate important for employers’
and young people, and are seen by others involved in the process as
appropriate and relevant. Apprenticeship, that is to say, is not
merely a system for training skilleld manpower, but serves cortain
other purposes for people in society. For this reason it is important
that those who are concerned with the improvement of the quality
of industrial training, or who are proposing alterations in, the

_arrangements for such\fraining should take account of the nceds

and objectives of rticipants. Such needs and objectives should
be respected for thélr own sake. But even from the point of view

P 126



ORGANISATION OF APPRENTICE LEARNING 113

of the neods of the nation and industry for skilled manpower it is
nocessary to remember that training arrangements which do not
fulfil the objectives of participants are unlikely to work efficiently
and produce the desired results. Thus, both for the sake of partici-
pants in the process and for the wider intcrest, it is worthwhile
paying some attention to the points raised in this study as to ways
in which aspects of the apprenticeship system as it currently operates
fail to meet these objectives, and also to the suggestions m how
apprenticeship arrangements could be adjusted so as to these
objectives morc adequately, within the requirements of efficient
training. )
Summary

When the views of employers, training-centre instructors and
college lecturers were put alongside those of the apprentices, it was
apparent that there was'widespread approval of off-the-job training.
Some employers, however, complained that the needs of their work
were being inadequately met by training centres, or that apprentices
were being tdght unnecossary things. On-the-job training was
likewisp felt to be an important aspect of apprentice learning, but
various problems were reported, particularly by instructors and
college teachers. Some ‘of these centred round the difficulty of
arranging for adequate exglanation to be provided by tradesmen,
particularly when a bonus scheme was in operation. Others centred
roung the difficulty of arranging for an adequatc breadth and variety
of experience within the workshop, particularly in sitygtions where
apprentices are required at an early stage to do production work.
Two suggestions for overcoming these problems were put forward
by people who were consulted during l&c course of the study.
One was that suitable tradesmen should be selected, trained, and
given an allowance of time to superviso and give explanations to
apprentices. The socond was that apprentices should be given a
period of ‘sheltered experience’ during whick they could do the full -
range of workshop tasks without carrying the full responsibility of
tradosmen. -

The majority of employers felt that attendance at college was,
important for their apprentices, particularly for the learning of
theory. But doubts were expressed by a number of representatives
of smaller firms. The question of the separation of education from
training was raised by many ins rs and college teachers, as it,
was by a number of apprentices. There would appear to be good °
" reason, from the point of view of the participants generally, and for

e
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the sake of the motivation of apprentices, why training and further
education should be combined. '

A final consideration concerned the length of apprenticeships.
The majority of all participants favoured an apprenticeship period
at least as long as under present arrangements. One of the main
reasons for this was that apprenticeship was scen not simply as a
means whereby skills can be acquired, but as an arrangement by
which young people can grow in maturity to responsibility as well
as in skills. Thus apprenticeship should be viewed not only as a
means of training but as a social institution which is still important
in modern society.
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PART II: OBJECTIVE ANALYSES OF APPRENTICESHIP

+
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—

DEFINING THE PROBLEM

.

A considerable amount of attention has been paid to factors
contributing to success in apprenticeship. On the one hand there
has been the industrial outlook epitomised by the work
National Institute for Industrial Psychology and on the oth
the educational outlook epitomised by the work of Ethel Ven

In the industrial setting, a great deal of emphasis has been placed .

" on “predicting’’ sperformance at work by the use of batteries of

tests of cognitive abilities. This work, modelled on a psychometric
paradigm, has been concerned to provide a service for industry or,
more accurately, for individual employers, through which a large
number of appliéants.for, in this case, apprenticeships can be
sorted out into rejects on the one hand and a small group of potential
employees on the other. . .

In the educational setting, a great deal of emphasis has been placed
on the ways in which young people adjust to work and its associated
further education. Evaluations of how far such adjustments are
achieved, following a *‘social anthropological” paradigm, have been
conducted largely by the use of questionnaires and interview
schedules, and the main intention has been to enable us to under-
stand why young people react to gollege in the way they do.*
~ What has been difficult to achieve in the past has been the sort of
access to industry and education which would allow some composite
view to be obtained of the factors which contribute to success in
ap;:zntioeship as a whole, including both its industrial and educa-
tiondl aspects. Few research groups have the access to both industry
and education which allows a study of more than individaal colleges
to be undertaken, yet a study isvolving such access Was viewed by
the members of this research group as imperative, because the
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DEFINING THE PROBLEM . 119
“social anthropological’’ paradigm looks at the wider context in
which educational programmes function with a view to describing
and interpreting rather than measuring and predicting. It also
accepts that instructional systems are subject to much morc fluctua-
tion than the traditional model can cope with, while in addition the
learning milieux themselves have to be seen as more diverse and
complex, setting off unintended consequences.

In the research described in this part of the report an attempt was
made to achieve a composite view. The attempt was greatly
facilitated both by the good contacts which had been established
with colleges in previous researches (Weir 1971 and 1973) and by
the fact that an invitation to investigate the totality of apprenticeship
came from the managers of the two large training centres (LAGTA
and SSEB) involved in the investigation described in Part I. It must
be emphasised, however, that the investigation was viewed from the
outset as exploratory and confined to the motor vehicle and engineer-
ing apprentices in a limited geographical area;! in the scant state
. of our current knowledge anything more ambitious was thought
inappropriate. ‘

THE INVESTIGATION

Entry Characteristics

After the populations had been defined consideration had to be
given to the nature of the baseline data which should be collected.

Although traditionally tests of attainment and aptntude have been
used to determine ‘‘potential”, the value of non-cognitive tests in
explaining ‘“‘success” at work has been increasingly stressed ig the
literature in recent years, and has indeed been extensively used in
other, more exclusively educational, contexts for some time (Entwistle
1973). For oxample, the Central Training Council (Department of
_ Employment, 1 0) said that while tests of temperament and
personality are not likely “to be of great assistance in predicting
performance levels in manipulative tasks, they may well have a
contribution to make in the prediction of employee adjustment to
and satisfaction with such jobs,”

]
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120 GETTING A TRADE

Work using such measures has been conducted.routincly (Eysenck
et al, 1971), although not without opposition.?

Much less controversial was the us¢ of tests of attitudes and
motivation. Other data which have been regularly used are bio-
graphical information—such as father’s occupation, number of
brothers and sisters—and information on employment, and perform-
ance in school examinations. .

Additionally it is recognised that one of the most powerful sources
of influence on an apprentice is his place of work. Accordingly,
at the first opportunity, a series of questions was drafted which it
was hoped would encourage a senior member of staff in each firm
to provide information on the firm (its size, the nature of its work, the
promotion prospects of its employees, the encouragement given to
education and training etc.). Because it was considered that the
nature of the motor vehicle repair and that of the engincering
industries were different in certain fundamental respects such as
size and nature of enterprise, the questions differed between the
two industries. The individual items in the inventory were, however,
applied to all apprentices of the same firm, since it was considered
that the elicited characteristics of the firm had a similar effect on all
apprentices. ’

For the purposes of analysis, another characteristic of firms which

. was considered to be important was the nature of the training offered

to the apprentices. In the opinidon of the researchers there were
three major types of training offered in each industry (single company
off-the-job, groups of companies off-the-job, on-the-job only) and
the apprentices were classified accordingly.

On their entering employment (if the employment involved
attending a training centre with which contact had been established)
or on their entering further education, the motor vehicle apprentices
in Lanarkshire and engineering apprentices resident in Stirlingshire
and/or attending Falkirk Technical College were requested to
complcte a questionnaire (Appendix A) and a sories of paper and
pencil tests or inventories (Gupta 1960, Closs 1976, Likert and
Quasha 1948, Eysenck 1964) and, on a subsequent occasion, a large
number of the firms employing these apprentices were visited by the
researchers in order to obtain the information contained in the

workshop inventories (Appendix B). { '
2In of the problems, both technical and moral, one must question the

wisdom and the morality of using personality tests as instruments of decision .
in employment procedures. Research must continue, but it should be basic
rescarch, defining and classifying traits and discovering how a job applicant’s
personality relates tc) the personality ho roveals later on a job.” (Guion, 1965).

%
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The value of the information gathered is enhanced in some cases
and diminished in others by the following factors:

(a) The school performance measure was the number of Scottish
Certificate of Education O-grade examinations attempted,
not the level 'of performance iw these examinations. (This
variant of school performance was chosen because those
employers who seek to uso ghwl performance as an aid to
selection cannot use the level of - performance since thgt
information is only available in mid-July of each year whereas
recruitment to apprenticeship occurs between April and June.
The measure used in this research is therefore the only variant
of school performance which is operationally defensible).

(b) The items concerned with attitudes were in part derived from
items previously used (Weir 1971), and in part were new ones
deSigned to suit the more diverse population covered in this
research. (During this investigation the attitude items were
oporating at the level of a pilot inventory).

(c) The items concerned with motivation were based on the
inventory used by Veness (1962), supplemented where necessary
by others drawn from the authors’ own experience. (Like the
attitude items, the itoms in this pool were also operating as
pilot itoms).

"(d) The cognitive tests—APU Mochanical €omprehension Test
(Gupta 1960) and Minnesota Spatial Formboard Test (Likert
and Quasha 1948) for engineering entrants, and APU Arith-
metic Test (Closs 1976) for motor trade entrants-—were selocted
as the most appropriate after a more extensive battery had
been evaluated in a previous research (Weir 1973).

Data Reduction

Before the entry data could be used further, it had to be reduced
in quantity, There were 40 individual items in the attitude inve::g;y,
41 in the motivation inventory, and over 20 in the workehop’
inventory. This was too large a number for each item to be evaluated
separately and, in any case, the original drafting of the questions
had been on the assumption that between three and six major
" “clusters” of items should emerge from each inventory and that
each of theso- clusters would form a *“‘scale” which could then be

“used as a predictor. 4 .

* - For the purposes of raducing the data by selecting combinations
of items weighted to form composite scales, a principal-components

135 \
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analysis with varimax rotation was performed.} This process secks
to combine variables such that the .new composite variables (or
principal components) are thcorrelated with each other and account
for more of the variance than any other mutually uncorrelated
composite variables. The successful usc of this technique depends on
therc being useful linear relationships within the variables.4 The
first principal component- is the composite which accounts for more
of the variance in the data than any other combination of variables.
Following on from this the second component can be defined as
that composite which accounts for more of the variance remaining,
after the first principal component has been extracted, than any
other subsequent component.

Since each successive component is a compositc extracting as
much of the remaining variance as possible, a small number of
components will, it is hoped, extract most of the information
contained in the initial set of variables. The fulfilment of this hope
is much more likely if there has been a refining of the pool of items
(Ysing normal item analysis techniques) prior to the .principal
components analysis. That was not so in thistcase: the three
inventeries were pilot instruments that had been subjected to a
minimal amount of prior pruning, and inevitably they still contained
a number of items that would have been removed in the event of the
inventories being adjusted for use. The presence of a number of
weak items therefore made each inventory more heterogeneous in
terms of what its items measured and made the discovery of

“powerful” scales less likely.

This should however not be taken as |mply|ng that any scales
which did emerge were uscless, but rather that the proportion of the
variance which the composites accounted for was an underestimate
of the proportion of the variance that would have been accounted
for had the less homogeneous items been eliminated from the initial
set of variables. g

Although the questions in the attitude and motivation inventories
were the same for both grou? of apprentices, the principal com-
pemionts analyses were carried out separately, on the assumption
that while the decision whether to be an apprentice might arise from
a number of different attitudes and motivations, the subsequent
choice between motor vehicle repair and engineering would be

3 Using programmes drawn from the SPSS package (Nie es al 1975),

4 A lincar relationship implies that the weightings which are applied to the
variables combined In & composite variable are equally valid no matter what-

.. the levels of score on the original simple variables may be.
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&
indicative of another set of attitudes and motivations. And as has
already been explained, the workshop inventory was necossarily
different for each industry. It was not however considered necessary
to conduct separate analyses for each training type within the two
industries since the apprentices did not, by and large, choose a firm
for its training but rather chose an industry and then took whatever
employment was offered in that industry.

TABLE 18
ATTITUDE COMPOSITES
e e
Scale
Group Number Title Sample Item
Engineering 1 Instrumental Attitude | ‘‘The only important
thing about a job is
money”
2 Hard Work Attitude “The only way to get
on in lifo is to work .
hard” ,
k| Bducation Attitude “I had a timeo
at school”
4 Pride-in-the-job “No matter what job
. Attitude you do you can take
pride in it”
Motor 1 Attitude to Authority | “It's who you know
Vehicle ' 4 not what you know
that matters”
2 Hard Work Attitude “The way to get
on lnoflg is to
work hard”
3 Self-Sufficient “People work better
Attitude whon thoy are left
on their own” )
4 Education Attitude “Ihad a time
N ( at school™

The outcomes of these analyses are tabulated in detail in Appendix
C. Here a description, including the name of each composite and an
indication of the type of question or statement forming that com-
posite, is offered (Tables 18 to 20).

From the items’ and titles it can be observed that thero was a
certain amount in common between the apprentices in the two
industries and between thg/industries thomselves. The sets of
. attitude and motivation sites did not, however, explain much
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of the vanance across all the variablos of thewr 1espective scales.
Much of the variation could therefore be explained as random,
lacking in af\y consistent structure amenable to factor analysis.
The workshop composites, on the other hand, accounted for a
considerable proportion of the variance, with the size of the work-

TABLE 19
MOTIVATION COMPOSITES

Scalo
Group Number Tutle Sample Ttem
Enginecring | ()pportumty - “My work should give
Motivation me a good training
for the future”
2 Promotion- Motivation | “My work should give
me a chance to be in
) charge of others™
3 Working Conditions **1 should not have to
Motivation ‘work long hours™
4 Quality of Supervision | “My work should sive
Motivation mo something to
all the time”
b Autonomy Motivation | "I should be allowed
to do my work with-
e out interference from
customers”
Motor ) 1 { Working Conditic;l;s' 7 I should not have to
Vehicle Motivation work long hours”
2 Nature of Workplace “My work should be
. Motivation . in an efficient
organisation”
/ 3 Opportunity **My work should make
X Motivation - mo foel 1 am being
"~ _ really useful”
4 | Skill Motivation "My work should
require a lot of skill”
5 Responsibility *My work should
otivation make meo feel
important”’

foroe alone oontnbutmg more than a quarter of-the variance in
both cases. “

As far as the Personality Inventory was concerned, some data
reduction was also possible. As well as using the basic scales,
Extraversion/Introversion (E), Neuroticism/Stability (N) and Social
Desirability (L), a number of other rcscarghcrs (Entwistle 1973)
have divided both major scales at the mean score for the population

L
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~

" FABLE 20
WORKSHOP COMPOSITES
. Scale )

Group Number o Title Sample Item
Engineering -1 Size and amount of “What is the approxi-
¢ . planning mate number of

skilled men?"
2 Valuation of skilled *‘Is there a bonus or
work other incentive
scheme?"'
, 3 Care taken over “*How are apprentices
recruitment selected for
: . employment?*
v : 4 Outward-looking , ‘‘Aro there likely to be
! nature changes in the trade
in the next few
years?"
Motor 1 Size *“What is the approxi-
Vehicle mate number of
) * .m?”
2 Viluation of skill and | "How are the skill
training demands of the trade
changing?”’
. 3 Recruitment sources *How difficult is it to .
~ ’ recruit workers 7
3 {

being researched to create four groups, Ncurﬁtk’Extraverts, Neurotic.
Introverts, Stable Extraverts, and Stable Introverts.’ .

3 These convenient labels deocribevnrlomc.mdetyp«of ity. .
dnAwtl‘:dm description o fltut(ofnottincr;v i}thltﬂi‘;nh{l:x:g
tinguiah ex ilahly strunq neuro pmon rom the re
and well-adjusted (stable test of introversion/extraversion,
however, aims to dis abo tractsthinking, persistent (intro-
vert) person from ‘the lochlly utimull » quick-thinking, flexible (extravert)

ltisalsoimporunttonmuhbcthntwomonbothmchwduormu
fmmomthmmhwb«ethem majority of scores cluster around the
but resul inupm&na djvldu:ls lsocliﬂ“er(’f thnlaimli:mnotonlyubitrma‘fy.

t ts W) tt one ano
% stable or neurotic and introverted or extra-
vcbdmamchedtommmbelownpdabowamonmhdimmlon.
-by combining these two chtegorisations a four-fold division is

obn!md as follows:
» » Introversion/Extraversion
: ‘.‘. . ) - LOW. HIOH
> Stable. Stable

2t

™ LOW  Introverts Extraverts
. ' Stability/Neuroticism .
* . mon Neurotic  Neuro
o« ¢ Introverts  Extra

S & 1
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Comparison of Entry Groups

In spite of the ecarlier suggestion that school leavers tend to choose
an industry first and a firm second, it would have been surprising
if the different types of apprenticeship represented in each industry
group had not proved to be different from each other.

While there were no instances, among the many employers
involved, of the use of psychologist-designed selection procedures,
a number of employers and/or training groups were found to use
some systematic procedure involving paper and pencil tests and
interviews. Additionally a number of employers had a clear notion
of an apprentice stereotype and tried to attract boys who matched
this stereotype. And parents and boys placed firms in an order of
merit based on factors such as size, reputation and location. These
digriminations between firms need not, however, all work in the
safhe direction. It could pot be said, for instance, that the best
qualified school leavers n rily sought employment in the larger
firms, nor could it be said that all sgall firms had to take any school
leaver who passed by, in the belief that no young man with ambition
would seek dt their firm.

For ¢ le, the Lanarkshire Automobile Group Training
Association (LAGTA), which represents a number of employers,
many of whom run small enterprises, has a collective policy of
secking out “a high quality of boy” and training him to the highest
standard. There is no evidence that it fails to recruit to match this
policy.

It was therefore a matter of considerable interest to compare the
scores of the various types of apprentwe on the different entry
measures to see where there wore significant differences among
boys representing singlo company off-the-job, group off-the-job
and on-the-job only. trammg situations.

Within the engineering group the NTC appmmoes performed
significantly6 less well than the other two groups in torms of the
number of SCE Orgrades that had boen attempted (SSEB=4-3,
OTC=4-1, NTC=2-2), in scores on the Mechanical Comprehension
Test (Mean scores: SSEB=137-8, OTC=34-2, NTC=30-1), and on
the Spatial Formboard (SSEB=45:8, OTC=45-1, NTC=40-3).
On the Personality Inventory there were differences on the individual

scale for Extraversion (SSEB=16-2, OTC=156, NTC=156),

indicating significantly more extraverted scores for SSEB apprentices,

¢ In this connection the term “‘significant” mdkmes a statistically signmant
difference at better than the 0-05 (or 5%) level, /e, a difference that would
oomubychmooonleuthmoneinoverymoccuiom
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and on the composites for personality it was obscrycd that the
SSEB group showed a dispropertionately high number of Stable
Extraverts and a disproportionately low number of Neurotic
Introverts when compared with the other two types of trainee.?

There was also a significant difference in the average age of boys
in the different training types with those firms offering least training
of a systematic natute (/e, NTC) being willing to accept older boys
(SSEB 16ylm, OTC #yOm, NTC 16y5m).

As far as attitudes were concerned, the training types differed,
significantly, on the first “instrumental” attitude (SSEB 284,
OTC 27-5, NTC 25-6), the more instrumental outlook being indicated

by lower scores. On motivation the types differed significantly in

the relative oxtent that they were motivated by opportunity (Scale 1)
and by promotion prospects (Scale 2).8 Although the questions
forming these two scales were quite similar the response pattern
indicated how they differed. The questions on the opportunity scale
indicated that those making high scores on this scale vaJued j
where a chance to develop their own skills was offered. "Since the
tochnological opportunities were greater in the training-centre firms
(OTC) than in the non-training-centre firms (NTC) and greater in
the SSEB than in the other two, the boys’ motivations were, to a
certain extent, matched by their placement. The prgmotio'n motiva-
“tion, on the other hand, related to items which had more to do with
carcer development than with personal development, and here the
smaller firms (NTC) where every man could see himself as a potential
boss, and the SSEB, whose career ladder was made very evident to all
employees and applicants, attr more boys with a high motiva-
tion in this respect than did the large, mainly privately-owned,
engineering firms who supported the other training centres and whose
promotion characteristics were less evident.

But above all the types differed onyworkshop characteristics.
This was not surprising when the training opportunities were much .
more closely related to size and type of firm than was the case with
our motor vehicle population.

On all four workshop composites there were significant differences
between the training situations. The picture that«the composites
painted was almost identical to the picture an obsorver on the spot
would paint from direct knowledge of ‘the firms concerned. The

. large firms with planned training were in the SSEB and OTC groups.
A high level of skill was more highly valued in the Electrioity Board
’ .
s gh“l':'slsghrw. O’I’CS92. NTC 80; Scale 2: SSEB 7'1, OTC 6'1, NTC 73.
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than in either other large firms or in the many small firms. The
seloction procedures were much more systematic in the case of
SSEB than in either of the other two cases, and as far as innovative-
ness and outward-looking characteristics were concerned, SSEB
apprentices scored higher of this scale than the other two training
types.

From ﬂ‘ nature of the differences between the types of employer

" could bo inferred many of the differences between the boys. It

could be said that the place of employment contributed more to
differences betwoon apprentices tham any other factor. How far
these initial differences persisted was of course the subject of our
later enquiries.

A similar set of differences was observed for the different types
represented in the motor vehicle population. Although the number
of SCE O-grades attempted was smaller, reflecting the lower atthin-
ment of motor vehicle apprentices compared with other engineoring
apprentices, the trend was similar to that found in the engineering
group: the firms offering no systematic training (NTC) recruited
boys of lower attainment. ‘A similar trend could be observed on the
Arithmetic Test (LAGTA 25-3, OTC 316, NTC 22:0) where the
significantly superior attainment of the OTC group was apparent.

?J?O?‘Rcrsonality Inventory, the differgnce ﬂﬁg time\yas on the
Neuroffcism Scale (LAGTA 83, OTC -2, NTC 11:3) Where the
LAGTA boys were significantly less “anxious.” On the composite
Personality measures, this observation was confirmed insofar as a .
disproportionately high number of LAGTA boys, whether Extravert
or Introvert, showed themselves to be Stable as opposed to Neurotic.?
And with the engineering group, there were age differences (LAGTA
15y9m, OTC 16ylm, NTC 16y5m) with the NTC apprentices again
being recruited at significantly higher ages. : .

As far as attitudes were concerned, there were significant differences
on the third attitude (LAGTA 12-5, OTC 11-7, NTC 11-3) where
the lower scores indicated less willingness to be supervised in training
or work. On motivation the training types differed significantly in
their scores on the scales of organisation (Scale 2) and responsibility
(Scale 5). The NTC boys (LAGTA 40, OTC 3-5, NTC 3-1) were
least likely to be motivated by the nature of the organisation they
worked for, and the OTC boys, working usually for large firms,
were motivated (LAGTA 3-6, OTC 50, NTC 3-9) by opportunities
to share responsibility. There certainly seemed to have been some
analysis made of the nature of, different firms when these boys were

9 Seo page 125, footnote S.
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secking employment. Contrary to our finding among engincering
emplgyers, however, there was no indication that the smaller motor
firms were seen as providing better opportunities to branch out on
one’'s own. The larger firms, with their career structurc, wero
identified as more promising by the more highly motivated boys.

As in engineering, there were significant differences in the work-
shop characteristics of the three types of employer. The relationship
between types of training and size of firm was not uniform however,
for the LAGTA training was subscribed to by a large number of
smaller firms, and the largest average size of workshop was found in
the OTC group. Size did not, however, contribufe to views on
training in the same way as it did with the engij#ers. The Value
placed on training was greater in LAGTA than il the OTC group
where, in turn, the value placed was higher than in the NYC group.
The differences in workshop characteristics made it less possible to

anticipate what systematic associat{n therc might be between

apprentices and workshops. h

Some of the éntry data can Be used to pla® all apprentices, and
apprentices in these trades, in some sort of historical and com-
parative perspective. Previous work (Weir 1973) had indicated that
the opportunity to study motor vehicle and electrical apprentices
would allow the opposite extremes of the range of ability to be
studied. The motor vehicle apprentices’ Arithmetic Test mean score
of 25'7 can be contrasted with a whole school-year group mean of
_ﬁ% while the engineering apprentices’ Mechanical Comprehension
Teft mean score of 33:1 can be contrasted with,m same whole
- school-year group mean of 29-2. )

The pers‘onality data further confirmed what Venables (1965) had
previously observed. Thus, on Extraversion particularly, the motor
vehicle and engineering apprentices nggan scores of 157 and 151
respectively differ significantly from population mean score of
14-1 (Eysenck 1964). The school leavers entering apprenticeship
are among the more outward-going of their age group, although how
far that is characteristic of all applicants or exaggerated by the
deliberate choice of selectors cannot be estimated.

The entry characteristics indicated differences which promised
some interesting associations with the outcomes of apprenticeship.

Criterion Problems
" While the gatheri
task given the possibili
in colleges and training

entry data was a comparatively simple
contacting sizeable groups of apprentices
the ongoing process of data collection

)
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became more difficult as time went on, due to the many possible
routes through apprenticeship. Not only do boys take different
paths or move at different paces through further education but many
leave further education, leave their first employer, leave their first
trade. Deciding what measures to take as criteria of “‘success™ in
apprenticeship depends, therefore, not only on what the measures
may be but also on whether the collection of the information is
possible. :

The Central Training Council (Department of Environment 1970)
has emphasised that in industnal training the criteria for sclection
for training should relate to evidence of learning and the ability to
perform in a practical sRuation. ‘‘However it is clear that . . . criteria
for the overall selection dpcisioﬂ should include not only training
performance but also more long term measures - eg, length of stay
in company, production records, promotion potential---which may
necessarily involve different types of predictors. Perhaps the best
example of a training criterion as distinct from an overall selection
criterion in craft jobs is the trade test. . . . That is easily said, but
various authors have stressed the difficulty in finding reliable criteria
of work performance, and Kilicross and Bates (1975) emphasise
“the difficulty of obtaining objective measures of -human perform-
ance, especially in jobs which are not pepetitive production tasks. . . ."”
" This last problem was certainly prominent in this project where
the selected occupations were not of a production-line nature. And
while the Central Training Council emphasises the trade test, it
ignores the voluntary nature of such sests as do exist. The Road
Transport Industry Training Board, for example, has in recent years
spent much time and effort devising skill tests appropriate for young
men at the end of their apprenticeship. We Kl hoped to include
the results of these tests as one of our criterion measures, but the
Board was, in 1976, able to cater for only up to half of all the
appropriate apprentices and had no authority to enforce attendance,
so that, even with the offer of a bonus payment to firms whose
apprentices “‘passed’’ the test, all places were not taken up. Less than
one-third ¢f the motor vehicle group attempted the tests and therefore
it was not possible to use the results of these tests as a criterion
measure. (Similarly, no effort had been made amongst those other
engincering trades from which apprenti d bee¢n sampled to
attempt this sort of measurement).

Anm additional problem is that there are many competencies
involved in *“‘success’ in apprenticeship. Success in college, success
in training, success in the job, success in the eyes of supervisors and

130 GETTING A TRADE
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workmates, are all different. We had to attempt to measure all of
these, although. as has already been noted, the measurement of
success in the job did net get off the ground. We also had to attempt
. to measure some of the oomm;cnclcs at different stages in apprentice-

ship.”

The question of time was reasonably easily resolved. In most
craft apprenticoghips the pattern is for an initial year of training and
further education (often integrated) to be followed by two (or three)
years of additional on-the-job experience supported by some off-the-
job training and further education. It was therefore decided to collect
data, on as many criteria as possible, at the end of the first year and
the end of the fourth year of employment.

At the end of the first year, some training scores were available,
at least from the largest groups, and most of the apprentices in each
industry attempted a common City and Guilds examination
(Engineering—C & G 200; Motor Vehiclo—C & G 380) at
college. These Were the intermediate criterion measures.

At the end of apprenticeship, training marks were not generally
available but a crude throo-point index of attainment in college was
applied: (1) completing, in not more than four years, what was the
basic three-year City and Guilds course; (2) continuing in; college
until the fourth year but failing to comploto the basic thrpe-year
course within three years; (3) discontinuing collego atteidanco
before the end of the fourth year and without completing urse
At that stage, supervisors’ ratings were also obtained. Some initial
discussions were held with supervisors and managers as to what
attributes denoted the successful apppentice and a pilot inventory
was administered with respect to the group of apprentices one year
ahead of our group. As a result of these discussions and experiments
it was found that a straightforward | to § rating on six dimensions—
practical work, job-knowledge, adaptability, attitude to work
attitude to authority, potential (Appendix D)—was all that was
possible.

Furthermore, factor amlym indicated that a uni-dimensional scale
existed in the ratings of these six attributes so that the criterion

became simply the sum of the six ratings.

- However, “‘success” could also be thought of as persistence:
t.he [ pprentice is ono who stays the course. Criterion
ting to this upect of performanoe were accordingly

formod
In the first as thoyght desirable to compare apprentices
tcoordmgtothe of inwhichtheyle&thqtmdoif
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they left at all, and this became one criterion. Then it was thought
desirable to compare those who left the trade with those who simply
left college or training centre but stayed in the trade, and this
bevame a second criterion. And finally, it was thought desirable to
compare those who tinished up with their initial trade or employer
with those who did not, and this became a third criterion of
‘“‘persistence.”’

The criteria of *‘persistence” were the best that could be achieved
given the variety of training schemes, of employers and of college
courses, although evidence was also sought on how far the different
measures werc related to onc another.

-

Summary and Cohclusions -

The investigation teported here should notte scen as unique in
its nature. Some similar objective analyses using only gognitive
tests are reported by.the National Institute for Industrial
(Frisby et al 1959). The report concluded from a
results of apprentices in individual firms: “A mar
between performance on the tests and achievement at the technical
college was shown . . . the evidence of the superyisors’ ratings, meagre
as it is, at least points to the conclusion that the tc;; are useful in
this respect also. The importance of factors\other fhian the abilities
measured by the tests in the degrec of acadentic_sdccess achieved by
the apprentice was made very clear from the inquiry.”

Motivation and personality have beefi, in their turn, investigated
for their usefulnlg,s by Eysenck er al (1971) who reported statistically
significant correlations, for a homogenous group of trainces Between,
on the one hand, Neuroticism, and on the other, practical perform-
ance, college marks, and supervisor ratings.

It is therefore Nhighly likely that some associations between
apprentice characteristics and *‘success” in apprenticeship can be
obsérved in any systematic study. '

The investigation introduced here, however, is unique in the
number of different factors associated with ‘‘success’” which were
measured. This investigation went, moreover, beyond other work
in the extent to whicl it tried to take account of different workshop
environments and training systems.

The entry characteristics which have been reported make obvious
the hejerogeneity of characteristics present in boys entering
apprenticeships in any one industry. So heterogeneous are they
that it is difficult to imagine that any sorting out or matching of
aspirants and jobs has taken place, except on a very superficial level.
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Whcther a study of this sort, making use of statistical techniques,
can go)any way to improving the identification of types of boy who
can beiefit from certain types of employment or training, is however
questionable. The immediately preceding section of this chapter,
discussing criterion measures, has made it clear that the basic
problem lies in establishing reliable and valid cntena and in eliciting,
the relationships among them.

Of course the Central Training Council (1970) is corroct
“Personnel solection is the process of ensuring that the people
who move into particular jobs are those of the available candidates
who are most likely to bo satisfied with and successful at the work.
These ple should represent in terms of human resources the
opﬁmnﬁxr:pnitial skills and potential to continue learning. Thus
selectio aining is that part of the process whereby predictions
and decisions are made concerning those who will respond most
effectively to induction and job training.” .

The next two chapters attempt to demonstrate whether it is possible
to identify those “‘most likely to be satisfied with and successful at
the work.”
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" The difficulties experienced in defining *‘success” in apprentioeﬁxip

have been outlined above. It was particularly emphasised (p 129)
that the extent of these difficulties was increased by the decision to
fise the trade as the principal unit of analysis and the training
provision as the secondary unit rather than the college or the firm
as the principal unit and collego course as the secondary unit. This
increased the number of factors likely to affect performance, but did
not deflect the research from its declared intention since one purpose
was "to find out whether the factors affecting the performance of ap-
prentices, irrespective of college, course and firm, could be identified.
N:uv:cr:rim it was also decided to attempt to illustrits the nature
of * " not simply by tracing relationships between the criteria
of success and the two main units of analysis (the trade and the
training), but by tracing the same relationships within the main
branches of the trades under investigation. These main groups were
light vehicle mechanics (n==130) and electricians (n=78). It was not
considered appropriate to use the individual firm as a unit of
analysis bocauss, although there were a number of enterprises
represented in the popu}nd6n which each engaged a considerable
number of apprentices, in almost no case was there more than a
handful of boys warking under one regime in respect of either course
or supervisor. The nature of the main branches of the trades which
were focussed on was such that apprentices often worked on their
own or in small groups. In this they stood in contrast to some types
of mechanical engineering apprentices who were more likely to

- work in large workshops.

If, then, the attempts to elicit, in particular, reliable supervisor
ratings of workshop competence were to be successful, the fact
that the amount of variation even within firms was potentially as

: 1M
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great as the variation across firms was unlikely to produce any moro
difficulty.

In situations where the effects of workshop variables coulyl not be
legitimately assessed (where all apprentices attended a training
centre rather than being trained at their place of work) such variables

- were not included in an assessment of training success. In the other,
more relevant, situations, however, an analysis of training success
was made firstly with the workshop factors included as separate

. variables, and then with them excluded. This strategy was adopted
because the earlier analysis of entry characteristics had indicated
that training opportunities were strongly associated with size and
type of firm. Any analysis which used training provision @nd size
and type of firm as scparate variables was therefore in danger of
giving double weight to what was essentially the same factor. By
examining the two similar analyses it was possible to estimate how
far training and size and type of firm Id both be allowed to
contribute to the explanation of training xuoocss.

Techniques of Analysis

The performance criterion variables used in this study were of
two main types, interval (as a scale of temperature might bé) and
ordinal (as the classification of social class might be). Techniques
of analysis have to take these differences into account so that the
statistical procedures used in connection with the criterion variables
of first-year performance and Wworkshop compoetence (interval
variables) must differ from those used for the analysis of whether
the course was completed, whep any change of trade, job, etc.,

and what the reason for that change was (ordinal variables).

is worth noting, however, that some authorities argue that

interval statistics are powerful enough to cope with ordinal
situations. 1

In practice this means that the techniques used most consistently
in the attempt to combine associated variables have been stepwise
multiple regression analysis .and discriminant function analysis,?

1 “Although some small error may accompany the treatment of ordinal variables
as interval, this is offset by the use of more powerful, more sensitive, better
developed, and more clearly interpretable statistics with known sampjing
error” g.ubovltz 1970). Other researchers have tended to follow this assump-
tion with regard to the predictor variables (s0 as to include as much information
mble in the search for factors associated with “success™), but have

ed the traditional differentiation of ordinal and interval statistiCs as far
as criterion variables are concerned.

?%ﬂmmmmﬂmmsmmmbnd
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although analysis of variance, product-moment correlation, and
chi-square techniques have also been used where appropriate.

Multiple regression is a key technique in this type of rescarch for
analysing the relationship between a dependent or criterion variable
(such as workshop competence or fitst-ycar performance) and the
various independent or predictor variables described in the previous
chapter. It depends on two assumptions that the vanables are
measured on an interval or ratio scale and that the predictor variables
have a linear relationship to each criterion variable.

A major purpose of multiple regression is to obtain a prediction
cquation which indicates how scores on independent  variables
such as Verbal Reasoning Quotient, father’s occupation and number
of siblings could be weighted and summed to give the best possible
prediction of a dependent variable such as, for example, school
examination success in a sample of pupils. At the same time, usc
of this technique provides statistics to ipdicatc how accurate the
prediction equation is and how much of the variation in the
dependent variable is accounted for by the independent variables.

This, then, is the technique used with the dependent, interval,
variables of workshop competence and first-year performance.

Discriminant analysis is another key technique, but one with a
different function, namely, to distinguish statistically between two
‘or more groups of cases. To employ it, one first selects a collection
of variables that measures characteristics on which the groups which
one wishes to distinguish between are expected to differ.

The discriminant function that is prﬂg?oed thereafter is a linear
one. Each variable incorporated in it is given an optimal weighting
such that the single composite score that can be obtained from it
for each individual can be used as a means of identifying further
cases which can be added to each group. (Variables can be added
to the discriminant function in a stepwise fashion and tests applied
“at each step to ascertain whether the function has been significantly
improved by the addition). Since the discriminant function is
calculated in the first instance in respect of individuals whose group
membership is already known, the number of misclassifications can
be ascertained. When the function is applied to individuals from
the same population3 whose group affiliation is unknown, the
number of misclassifications is, of course, unlikely to fall below
this level. .

Because the weighting applied in the discriminant function to each

3 The “population” is the group from which the sample used in deriving the
function was #self randomly drawn.
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(standardised) variable can be interpreted as a measuro of the
relative importance of each of the variables in discriminating between
the groups, it is possible to use the discriminant function technique
as a means of identifying characteristics of persons in those groups.

This, then, is the tcimique used when the criterion variables
were of an ordinal nature (such as, whether the course was completed)
and also with all the criterion variables relating to change from
original trade which are the focus of the discussions in the next
chapter.

First-year Performance . )

During the first year of apprenticeship most (719, and 747,
respectively) of the boys in the motor vehicle and engineering groups
were involvediin the appropriate, integrated, industrial training and
further education recommended by the relevant industrial training
boards, though there was one difference between the groups in that

.in the road transport indystry this integratod programme lasted
for approximatel a year, while in the engincering industry it
lasted for almost aAvhole year. ’ _
*/n both industries, therefore, there was a certain uniforrity of
_drovision. ~ Within each training group the training followed a
. common pattern, irrespective of the evéntual specialist job which
any apprentice might hold. Similarly, almost all the apprentioes,
whether attending off-the-job training or not, attempted tho
apf¥opriato City and Guilds course at college, which they attended
on a day-releaso basis. Nonetheless, in addition to the differences
between the~groups in respoect of length of training, there was a
difference in the form of college assessmoent. In the motor vehicle
course there was continuous assessment giving a cumulative score
based on a series of craft knowledge tests and practical investigations
undertaken during the college year, whereas in the engineering course
there was one final assessment based on written examipations. 4

Each of the large training centres (SSEB, LAGTA and the National-~
Light Metal Trades Group—whose apprentices were in the oTC
engineering catogory) used a modulat form of training and considered
that continuous assessfont within and across modules was the most

» appropriate method for providing relevant information on apprentice
progress. Each centre kindly made these continuous ts -
available. As training apd education were fully integrated in the

4 The final score in both cases could nevertheless be treated as an interval
scale, as could the total of marks obtained from the performances in training

.

)
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-
LAGTA and SSEB cases (Where full co-operation had been obtained
from the neighbouring colleges of further education) it was possible
to compute an additional measure for their apprentices. This
measure was a combination of the standardised training and college
scores, each weighted according to the time devoted to them in the
course of the first year. (For example if, at LAGTA, training lasted
for 80 days and further education for 40, then the two components
in the combined measure were weighted in the ratio 2:1).

Preliminary analyses of these outcomes have been reported in
our Interim Report (Weir and Ryrie 1973) where the relative
importancé of the various categories of predictor variable was
made clear. In this final report, certain information (the Motivation
and Workshop composites) which was not available for analysis at
the time when the Interim Report was written has now been entered
into the analyses. At the same time, however, certain information
has been dropped from the analyses, mainly that which was available
only for one particular type of training situation. In addition, the
analyses have not, on this occasion, taken account of the presentation
of apprentices for individual SCE O-grades. Instoad the summary
varigble of number of O-grade presentations was used on the grounds
that this, in our experience, was the type of information ysed most
oftenpy employers of craft apprentices. The new analysés (Tables
21 to 26) are therefore complete and comparable in a way that those
in the interim analyses were not.

Theso tables present the usual stepwise multiple regression co-
efficients (in a range from 0 : no association, to I : perfect association)
for the variables which are listed in order, according to the order
of their introduction to the predictive equation. In addition, for
cach variable an indication is provided of the significance of its own
individual contribution to the equation. 1t should_be noted, however,
3 In work of this type, the researcher decides in advance on the minimum level

of statistical signifk which he will accept. (In this case, because the work

was seen as exploratorg. it was decided to include any variable which was
significant beyond the 0-1 level. This low reliance-standard means that once
in evety ten occasions a particular variable would be included as ;igniﬂcant
due to the characteristics of the sample rather than due to characteristics of
the population frorh which the sample was drawn.) With the minimum
sign ¢ Jevel established, the atatistical routine then places as first variable
in the list the variable most l\lahly correlated with the criterion and significant
beyond the pre-determined level. The next variable to be included, however,
is not that with the next highest c?lation. but the one which makes the
greatost rional contribution and is statistically significant, after the first
variable’p’Contribution_has been taken account o{v routlne proceeds in
this fastion (the third variable making the highest individual contribution

after the¥int two have been accounted for, etc.) until all significant variables
have been included.

-
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PREDICTORS OF FIRST-YEAR COLLEGE SUCCESS
(with multiple remusion coéfficients)

~~ ) Engincoring”
All (n=lQS) . SSEB (n==68) . OTC (n==130)
Mechanical -~ Maechanical Number of O-grades
Comprehension Test 0-530{13,| Comprehension Test. - 0:39533% | Attempted 0-53911¢
“Instrumental Attitude 0603333 | Extraversion Scale 0-436%% “lnstrumcntgl” Attitude 0-68-9333
Number of O-mdes “| “Conditions™ Spatial Formboard
Attempted 0-650333.] Motivation 0477¢ Test * 0:73911¢
**Supervision” Father’s Occupation’ 0-5043 Mechanical ' .
Motivation 0683111 s Comprehension Test 0-787%f
*Autonomy” Age 0-823¢
Motivation 0-6943
“Autonomy"”’

Extraversion Scale 0-705% Motivation 08473

% of ) .

explained |, \ - '

(Rz x 100) . 496 25-4 n7

F value 1611 629 972

P e <001 <001 . <001

* The number of NTC appreptioes attempting the npprobrinte examination was too small for analysis.
t* ‘Significant at better than the 0-01 level. 1 .
Significant at better than the Ow
Significant at better than the 0-1
Pe
' 1 5 1 - / . -
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140 GETTING A TRADE
- . TABLE 22
PREDICTORS OF R|RST-YEAR TRAINING SUCCESS
(with multiple regression cocfficients)
Engineering
SSEB (n=67) . OTC (n=136)
Age 0-2891% Neuroticism Scale 0-606$13
Father's Spatial Formboard
Occupation 0-354% Test 0770813
“Pride”’ Number of O-grades
Attitude 0-374% Attempted 0-810%3
% of .
variance .
explained
(R2x100) 14-0 69-0
F value \ 459 17-27
p 3?0:01 -.0-01
ti Significant at better than the 0-01 level. ; o o
Significant at better than.the 0-05 level. :
Significant at better than the 0-1 lovel. (
TABLE 23 \

PREDICTORS OF OVERALL FIRST-YEAR SUCCESS

(with multiple regression coefficients)

Engineering
SSEB (n=67)
Father’s Occupation 0-332883
= . Mechanical Comprehension Test 0-4631%
S Age , 0-52943
r . Exmvmikuu{e 0-5924%
“Pride” Attitude ™. % 0-649%% |
% of - '
vatiance ¢
- explained
(R2 x 100) 422
F value 598
p <001

Significant at better than the 0-05 level.

:%i Significant at better than the 0-01 level.
Significant at better than the 0-1 level.
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PREDICTORS OF FIRST-YEAR COLLEGE UCCESS ”

(with multiple regression coefficients) ,-
» : : . . I A . \
! ) {.. Motor Trade 7‘.“_:}1 S
) All* (n=165) LAGTA (n=88) OTC (n=:27) | NTC (n = 50) .J
_— — = L — e e e e
Number of Arithmetic v Number of Age 036611
O-grades Test 042238t | O-gradés
Attempted 0396312 ) Attemptoed 0-599111
Neuroticism Neuroticism “Opportunity"’ Number of
Scale 0451333 | Scale 045334 | Motivation 075911t | O-grades
. Attemaptod . 0-45611
’ Extraversion Extraversion Age 07943t | “Workphee
Scale 0-4673 Scale 0-5021% Motivation 0-505%
Arithmetic s
Test "‘{Z?I
\ - , “Self-Sufficient”’
Attitude 087011
) . RY
% of
variance
explained ' Lt v
(R2 x 100) 218 . ’ 25-1 757 25-5
F value 1493 ’ 9-33 1309 5-26
~|p . <00l <001 <001 <001 -
\ - : N \
ti Significand at better than the 0-01 level . ' . .
Significant at better than the 0-05 level .
Significant at better than the 0-1 level. )
o * An analysis including; Workshop Composites brought Workshop Composite 2 into the stepwise regression and raised the multiple
’ )

TIIM DONIOA
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TABLE 25
OTHER ANALYSES OF FIRST-YEAR SUCCESS
. (with multiple regression coefficients)
Motor Trado
Training Performance Ovenrall Performance
(LAGTA) (LAGTA)
(n=T1) (n=T1)

Arithmetic Arithmetic

Test 0431311 Test 0-514118

Neuroticism Neuroticism

. Scale 0496313 Scale 0561111

Extraversion Extraversion

Scale 0-558%8 Scale 061318

“Self-Sufficiefit’

Attitude 0-5838
% of
variance
explained
(R2x 100) 341 375
F value 853 13:41
p <001 <001

Significant at better than the 0-01 level. -
Significant at better than the 0-05 level.
Significant at better than the 0-1 level.

tg
that the coefficients beside each variable do not show the correlation
of ma;}‘vaﬁable with the criterion But represent the weighted
(multiple) combination of variables, up to and including that particular

variable, ~.
TABLE 26 o
SCORES IN FIRST-YEAR oon_glzl%% ll,!SXAMINATIONS FOR SPECIFIC
(with standard deviations in brackets)
F
Engineering® SSEB (n==69) | OTC (n=31) NTC (n=10)
i 32 (09) 46 (1-2) 53(°1)
Motor LAGTA (n=98) | OTC(n=29) ' | NTC (n=52)
Vehicle 282:8 (337 2747 (487) 2548 (379)

¢ City and Guilds "btml” marks, ranging from 1 (high) to § (low).

e
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In addition to the information on each variable, the final lines in
oach table indicate the proportion of the variance on the criterion
attributable to the list of predictors, and the F value and significance
level of the whole regression equation.

Although there are certain différences between the list of variables
and the values of the multiple rcgmssion coefficients when compared
against the comparable information in the Interim Report, the
nmphcatJom of the tables are broadly similar.

A satisfaltorily high range of multiple correlation coefficients has
been obtained. The range of coefficients (0-37 to 0-87) compares
very favourably with those quoted by NIIP (Frisby er al 1959),
especially when account is taken of the variety of firms represented
in most of the samples of apprentices. Of course the NIIP figures
improved when account was taken of the gestriction in range of
scores duoe to the tests being used as part of a selection study. Such
a correction to the coefficients was not as appropriate here where
the tests used in the analyses had not also been used formally in
selecting the apprentices who comprised the research population.
Killcross and Bates (1975) provide a necessary corroctive to any
excessive sclf-congratulation in this respect: *“Where a sclection
study deals with a restricted group the effectiveness of selection will
usually be underestimated; the wider the range of trainees accepted
the more effective will selection apparently be.”

The tests used did, naverthelcss, account for a considerable *
proportion of the variance in first-year performance, and a good

* * measure of the explanation of that performance was contributed by

the non-cognitve variables. While a study using only cognitive
measures would undoubtedly have been possible, more of the
variance would have been left unexplained, as happened in the
NIIP study. In this case, however, the non-cognitive moasures
increased the quality of the explanation, and were particularly useful
in indicating what the differences were between collogo and training-
- centre assessmonts, types of trade, and types of training provision,
although it is interesting to note the workshop composites only
affectod the regression coefficients on one occasion. As appronnooc
were almost all being trained off-the-job in the first year, this is
not surprising.
In both groups, there is some avidence to support the contention
that systematic tmmns unprovos the absolute and relative perform-
ance of those receiving it. In both groups, the performance at
oollogo (Table 26) of the boys from the largest training centres was
- superior to that of any other type of apprentice, and in both cases
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the spread of scores (standard deviation) was smaller among boys
from the largest training centres. ¢

This second finding is relevant to the study in so far as it indicates
a possible effect of training - the ability to raise the performance of
poorer entrants nearer to the average performance. The lower
multiple correlation between predictors and critorion which was
observed for the largest training centres (LAGTA and SSEB) when
compared with the equivalent corrclations for the other training
types could also be attributed to the same phenomenon.’

No satisfactory cxplanation can be offered, however, for one
particular case--NTC trainees in’the motor trade group-- w'cro the
multiple correlation between predictors and first-year college success
was no higher than the multiple corrclation observed for LAGTA
trainees.

Where the higher correlations have beeg observed, it is reasonable
to conclude that a clear association exigts between the predictors
and the criterion. Where lower correlatipns have been observed,
therefore, there are at least two plausible ckplanations: (1) that little
association exists between predictors and criterion, or (2) that the
training course has been effective in changing the performance of a
number of trainees in such a way as to restrict considerably the

¢ Certainly, in the caso of the engineering group, the apprentices in the largest
training centre scored higher than the other two %roups on the intake measures
(p 128) and therefore part of their superior first-year performance would
have been due to this. In the caso of the motor vehicle group, however, the
LAGTA entry scores were not the highest (p 126) and much of their first-year
superiority is therefore apparently due to the dffectiveness of their training.

’7’The size of error in a correlation coefficient (/e the difference between the co-
efficient obtained for a sample and that which would be found in the population
from which the sample is drawn) is, however, related to the number of observa-
tions on which the coefficient is based. The standard error of a multiple

.. 1—R2  (where k is the predictor variables
corrclation is Vn—k included in the regression equation)

and for a simple correlation is R

(To illustrate how thesc stan crrors are used in practice one should note
that a simple correlation based 100 pairs of observations need only exceed
0-20 to be significantly different from zero at the 0-05 level whereas, if based
on 25 pairs of observations would have to exceed 0:40.) Applying the
appropriate statistic to caSes of mulfiple correlations in this chapter, wo can
say, with at least 95% confidence (le, it the 0-05 level) that the correlation
for 88 LAGTA apprentices between the predictors listed in Table 24 and the
first- criterion, is sl;niﬂcantly different from zero and is in the ml_\lpe
+0 to -+0-664. Using the same criterion but with respect to 27 OTC
apprentices, the correlation coefficient is similarly significant. The range is
in this case -+ 0-764 to +-0:976>
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range of performances and therefore minimise the predictive valuc
of the predictor variables.3

The clear-cut superiority of systematic training (Table 26) was
especially marked in the motor trade group. While, by comparison
with the OTY boys, the LAGTA apprentices had, on entry, sat
significantly fewer O-grades and had made significantly lower
scores on the Arithmetic Test, they scored significantly better than
OTC and NTC apprentices in the City and Guilds course at college,
and this, in spite of the allocation to college toaching groups being
entirely random, with each class being com of apprentices ffom
each type of training situation. (Although thé SSEB training also
produced significantly better college scores, Apprentices from that
situation wero initially more able and were grouped together for
teaching at college).

It must certainly be concluded that selection on the basis of
probability of succeeding in first-year education and training is
pracUcable‘Whlle Killcross and Bates (1975) have indicated that,
in their experiegee, certain types of tests should always be leading
contenders for inclusion in a selection battety, they do not conclude
that the components of the battery should remain unchanged from
situation to situation. It is noj incompatible with other research
findings that, in this case, diflerent sets of predictors (from the
same pool) were found to be most effective in each situation.

Probably the most importdnt variation is that related to industry.
Certainly with respect to this total group of apprentices in the

motor vehicle industry, school performance and scores on tests of

ability alonc were less powerful predictors of education and training
performance than was the case with apprentice engineors/ An
cxamination of the score pattern here, discussions with trainers,
supervisors, and managers, and a reading of the evidence from the
interviews reported earlier in this book, all confirm the tentative
suggestions made in the Interim Report, *‘(a) that in the motor trade
high cognitive ability is not the advantl‘go it might be in some
engineering trades and- (b) that apprentices in the motor trade are
more similar to each other in cognitive abilitics than engineering
apprentices are.” (Weir and Ryrie 1973) L

Final Performance '
It seems reasonable to expect apprentices, w1thm the first four
years of employment, to have reached the end of the third year of

s The question of how far correlational techniques are appropriate in telection
and training studies will bo raised again later. p

R
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the appropriate City and Guilds course. A cniterion of final college
performance (ordinal scale) was therefore devised to take account
of the three major outcomes of college attendance:

. Passed the third-year course;
2 Failed the third-year 6oursc

3. Did not reach the third-year course either through repcatcd
failure .q¢ through discontinuing further education.

For a few apprentices who had been transferred to City and Guilds
Technician courses, this criterion assumed a higher level of perform-
ance than for the majority who, irrespective of their sub-specialist
trade, had followed City and Guilds Craft courses of comparable
standard. .

For all those who had remained in their initial trade, and from
whose place of work it was possible to elicit the necessary, co-
operation, the Workshop Competence composite (interval scale)
score was also available for use as a criterion measure of the extent
to which supervisors considered+apprentices to be performing well.
As well as comparing the scores on this scale with the various
predictor variables, it was also possible to compare them with the
*“final college performance” criterion.

For the college criterion, discriminant function analysis was the
appropriate statistical technique. The classification function to
which this technique can be applied enabled the real outcomes to
be compared, in matrix fashion, ag%s the best predicted outcomes
derived from the variables in thef/analysis. The technique is best
illustrated as follows:

CLASSIFICATION MATRIX
Predicted Outcome
- PASS FAIL

Correct  False

PASS .
Actual Positives Negatives

Outcome

FAIL False Correct

Positives Negati

In this diggram, the two different types of error in prediction
are clearly indicated.- Each subsequént discriminant :Pction matrix
will follow the same style, even where there are More than two
outcomes, and in addition the predictor variables which were

-
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significantly associated statistically with the criterion measure will
be named, in order.®

The stopwise multiple rogression coefficients relevant to the
workshop criterion will be set out in the fashiongdescribed above.

College Performance

In the engineering group, complete information was available on
178 cases and they were therefore used in the analysis. In addition
scparate analyses were performed for the various training types
(SSEB, OTC, NTC) and for all electricians. Separate computations
were made of the effect, on the success rate, of predictors including
and excluding the workshop characteristics.

The inescapable conclusion was that, in almost all cases, the entry
variables made only a very modest contribution to explaining the
different outcomes (Table 27). .

Although 128 out of 178 cases (72%) were correctly predicted
and “significant” results indicated by the statistical tests, one must
take into account that if all cases had arbitrarily been predicted
“pass” then the 125 (709%) of cases who actually passed would
have been assigned to the correct group. The improvement of
two per cent in successful prediction between the statistlcal and
arbitrary allocation does not indicate that the predictor variables
added much information. In particular, the table indicates an almost
total failure of the variables to assist in explaining how boys who
failed differed from those who did not reach the final examination.

Similarly disappointing results were observed for electricians,
SSEB and OTC, but the relationship between real and predicted
outcomes for NTC types was more satisfactory.

In this case 34 successful predictions were made out of a possible
42 (81%) when arbitrary allocation of all cases to the *“‘pass’ group
would have achieved 25 (609,) successes. The workshop composites
relevant to each of these groups of apprentices did not, however,
significantly add to the prediction of their college performance.

. The variables which contributed to the discriminant functions
above could be used to create a stereo! of the successful NTC
apprentice: ' a boy of higher ability, not sofely concerned with material
reward, less outward-going, not afraid of hard work, and motivated

’Inthh tnmcdonmlyd:openmlntlﬁumomnner
m%o'l) the moct “powuﬂll" chull;.i varhbtll:h included
and additional var order of their lbﬂity to add to
vnrhbha included. A further

e toant hupotion soaiyss s gives 1 Chapeee D @ 160).

-
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TABLE 27!
PREDICTING COLLEGE SUCCESS OF ENGINEERING APPRENTICES

Pnfdicled Outcome
"~ | Did Not

Passed | Failed | Reach Contributing Variables

“Passed | 18 | 1 6 | Mechanical ’

Comprehension Test}$}
6"’“"’ Failed 17 4 *Autonomy’’ Motivation}$
urcome | nid Not

Reach 22 — ) 10 Neuroticism Scale}$
F significant Chi-square significance (with “failed” and
at <001 *did not reach” groups combined)? « 0-01

Significant at better than the 0-05 level

tii Significant at bétter than the 0-01 level
Significant at better than the 01 level.

Nozes: -
1. In all tables of discriminant function analysis, two measures of the significance
of tho outcome are provided. The “F” significance takes account of the

separation between the groups of cases for which individual discriminant
functions are calculated. The Chi-square significance relates to whether the
classifications showing the relationship between the actual and predicted
outcomes are likely to result from chance or whether they reflect a true
relationship between the two outcomes. (The degree o relationship—
ie, the strength of the Y’r:diction——would. of course, be best represented by a
correlation coefficient, but the only type of coefficient that coul be calculated
from the available data would in fact be difficult to interpret.) The stronger
the significance (le, the lower the value of the measure of significance) the
stronger is the ibility that there is some association between the predictors
and outcome. (The value of Chi-square itself was computed
using the Yates' correction for continuity.)

2. When the table has more than four cells, the Chi-square test is not applicable
if the “expected” frequencies in more than 20 per cent of the cells is less than
five. Awordinslg;n circumstances it is necessary to combine appropriate
adjacent categories, though this can be done only if they share a common
property, In this case, an appropriate combination can be achieved to
contrast “Passed”/*Did not pass,” viz:

Predicted
) - Plals!s;ed Did Ngt Pass
Actual D4 Not Pass 39 14

by the possibility of creating career opportunities through college
“success’ .

In the motor trade group complete information was available-on
185 cases and they, likewise, were further analysed in their various

- subdivisions.

1606
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TABLE 28

PREDICTING COLLEGE SUCCESS FOR “NON-TRAINING-CENTRE"
ENGINEERING APPRENTICES

Predicted Outcome
\\ Did Net ‘
Passed | Failed | Reach Contributing Variables
Passed |. 21 | — 4 | Mechanical
. Comprehension Test}1$
Actual | Failed — 2 — **Instrumental®
Outcome Attitudells
Did Not Extraversion Scale$$s
Reach 4 0 1 “Hard Work"" Attitude}}
**Opportunity”
Motivation}
o Fsignificant ___ Chi-square significance (with “failed” and
at <0-01 *did not mcﬂ groups combined) <0-01.

However, for them also there was a weak association between
the predictors and college performance (Table 29), with 179 of
the 185 cases being predicted as passes. The 118 cases successfully
predicted is exactly the same as the number who would have been
successfully predicted had all the apprentices been arbitrarily assigned

v TABLE 29
PREDICTING COLLEGE SUCCESS OF MOTOR TRADE APPRENTICES
’ Predicied Outcome
c -' Did Not -
Passed | Failed | Reach Contributing Variables
Passed 115 — 3 Neuroticism Scale$}
Actwal | Failed 10 —_— — “Hard Work" Attitude$
Ouscome | Did Not
Reach 54 — 3
* F significant Chi-square (with “failed” and “did not
at <010 mc:a groups combined)—Non significant.

Significant at better than the 0-05 level
Significant at better than the 0-1 level,

. SeonotullndZol"{lth‘l(puelu).

z;; Significant at better than the 0-01 level
>
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to the “passed” group, and once again the lack of success in
prediction is largely due to the failure of the techniqués used to
distinguish between those who failed and those who did not reach
the final examination )

Equally, as with the engincering group, there was only one category
of motor trade apprentice where statistically significant associations
were observed. In this case the: OTC group (Table 30) was the
one where some success was achieved in classifying apprentices.

TABLE 30

PREDICTING COLLEGE SUCCESS FOR “"OTHER TRAINING CENTRE"
MOTOR TRADE APPRENTICES |

Predicted Outcome \ .

Did Not
Passed | Failed | Reach Contributing Variables
V Passed 21 — 1 “Hard Work"
Attjjudet
Actual | Failed 1 2 — - *S#f-Sufficient™

1 Outcome ¢ Attitudel

Did Not

Reach 3 — 10
"—;’ signif%cant Chi-squkrc si |f{canoe (with *failed" and—m

at <005 “did not reach" groups combined) <001. °

Significant at\better than the 0-05 level
Significant at better than the 01 level.

* See notes 1 and 2 of Table 27 (page 148).

The 33 successful predictions amounted to 87 per cent of all .
cases, whereas arbitrary allocation of all apprentices to the “‘passed”
group would have produced 22, or 58 per cent success.

In general there were few systematic associations between predictor
variables derived from information gathered at entry to apprentice-
ship and college performance four years later. In almost all cases
tossing a coin or picking winners with a pin would have been just
as likely to identify those apprentices who would succeed at college.

The two cases where some success was obtained through the use
of the discriminant function analysis do, however, deserve some
explanation. ,

The “non-training-centre”’ engineers were a group where systematic
support from their employer was not automatic and where less able

t;i Significant a(\b‘cttc.r than the 0-01 level
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apprentioces, in particular, received little encouragement to continue
at college, once having met with a setback. Equally, apprentices of
this type whose prevailing attitude disposition was to wish them-
selves out of college found little difficulty in getting their -employer
to support &their wish. On the other hand, the boys who were
anxieus to seize their opportunities tended to persevere and succeed.
In this group then, the personal characteristics of individual
apprentices tended to determine how much progress they would
make at college, whercas the other types of apprentice tended to
be more controlled by their employers and the regulations of the
appropriate industrial training boards whose grant payments were
often conditional upon college attendance. In the latter case,

TABLE 31
COLLEGE PERFORMANCE BY GROUP

Did Not

Group Type Passed Failed Reach n
mewrre | | By [ | B g
NTC ) 4 46 50
All 66< 1zé 22(: 195

Motor Trade 3AT8TA gg ? ; ? %; ° 12; '
NTC 55 3 42 60
All 62é 64 32é 211

therefore, individual characteristics, as the statistical analyses
indicated, were less associated with college success.

The “other training centre” motor trade apprentices could be
classified, as has already been indicated, in a very straightforward
way according to their attitudes, Within that group success was
more likely to come to those apprentices who were characterised
on our scales as possessing favourable attitudes towards hard work
and self-sufficiency. Irrespective of any other ability or personality
characteristics, these apprentices out-performed other apprentices
with a similar training background.

Apart from these associations within types and groups of
apprentices, the two populations of apprentices could also be
. compared across types (Table 31).

Within the engineering group, the various categories of prentice
showed considerable differences in performance. As entry

B
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characteristics showed, the SSEB apprentices were initially the most

able.

This ability, together with longer training, and an insistence

on college attendance, meant that almost all of those who commenced
an apprenticeship with SSEB completed the appropriate college
The other two groups of engineering apprentices
did not differ in terms of proportion passing so much as in proportion

course successfully.

completing the course.

TABLE 32

Among the OTC boys, attending college

PREDICTORS OF WORKSHOP COMPETENCE IN L NGINFERING
(with multiple regression cocflicients)

Group

All
SSEB

or1C

NTC* ’

Elébtricians

(1317

31)

Qn.

(15

(28)

\

Predictors and

Correlation

C ocmucnn
Mcchamml— 7
Comprehension
Test 027113
Neuroticism
Scale 0-334%
Extraversion
Scale 0388313
*Autonomy”’
Motivation 0-5611%
*“Conditions”
Motivation 0-6343
“Opportunity”
Motivation 0-484311
Mechanical
Comprehension
Test 6223
..Pride"
Attitude 0:6783
Mechanical
Comprehension
Test 0-69113
Neuroticism
Scale 0:397313
Extraversion .
Scale 0-599%3
Age 0:6693

Perventage
of Variance
l.xplmncd

11-2%

40°27,

46:0%

4767,

489,

53

642

625

9-09

%

tii

Significant at better than the 0:01 level
Significant at better than the 0-05 level
Significant at better than the 0'1 level.

<008

<001

ot

<:0-01

~.0-05

<001

-
¢ t’

* In this case only one variable qunllﬁed for inclusion in the final regmsslon

-

165

equation and therefore the coefficients were not multiple.



DOING WELL 153

was generally a condition of employment so that although of lesser
- ability than the SSEB boys, the OTC apprentices were just as
likely to complete the course, though not to pass it. The NTC
apprentioes, as has been already explained in connection with the
prediction of *‘suockss’ within this apprentice type, were less likely
to be pressed to attend college and so, when the going got tough,
wengrmore prone to degp out.

ese differences were not apparent within the motor trade group.
Aliugh there were differences among various categories of
apprentice, these were not statistically significant. What was
noticeable, however, was a general difference between engineering
and motor trade apprentices. The proportion of each group
“succeeding” at college was very similar but the proportion willing
to or encouraged to continue at college was smaller within the
motor trade.!0 R

Workshop Competence

In the workshop sltuénon, many different supervisors were
looking at different groups of apprentices. Within each category
of analysis however (including the categary of those employed
specifically as electricians and motor mechanics) there was a degree
of agreement across, and independent of, places of work (Tables 32
and 33).

In general the analyses of workshop competence indicated again
that ability or aptitude remain more important throughout an
engineering appren ceship than they do in a motor trade apprentice-
shnp of course, in many engineering trades, the competencs ‘of
one’s work is more easily and so the higher values of the
regression coefficients indicate the feasibility of conducting such
assessments just as much as they indicate apprentice competence.

Within the engineering group, the SSEB apprentices, who were
assessed as more tompetent, tended to have motivationgs and
personality chdracteristics, rather than ability characteristics, which
contributed to this success. A review of entry characteristics
- indicated, however, that these apprentices were more similar to
cach ‘other in cognitive test scores than was the case in the other
training types. This narrow spread of scores would make an
association between cognitive and criterion measures less probable.
Also it has been noted already that the SSEB training produced a
greater homogeneity of performanoe ongst its apprentices both-

10 This difference, on oompulaon continued at college/did not continue”
wasmtlmallyslgniﬂcanutonlytho 10 per cent levelm/
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at the first apd final stages & performance. This eflect would also
make cognitiye explanations of success less likely. ~

Also, within the engineering group, the electricians who were
asscssed as more competent tended to have personality, rather than
ability, chardcteristics in common. While, in part, the motor trade
and electrical contracting could both be classified as service industries,
customers tend to evaluate the work of these two types®of tradesmen
differently. The difference in this evaluation is largely due to the

-

TABLE 33

'ﬂﬁmcrons OF WORKSHOP COMPETENCE IN ENGTNEERIN(*
” (with simple regression coefficients)®

Predictors and Percentage
Group n Correlation of Variance ¥ p
Coefficients Explained
All (56) | “Copditions” N
Motivation 02541 64 312 010
LAGTA (30) | “Conditions”  § .
Motivation 0-323¢ 1049 290 010
QTCt — — — - — —
NTC (15) | Extraversion :
Scale 0-565% 3199 44} 010
Motor
Mechanics (39) | Age 0291: 86% 351 010

i! Significant at better than the 0-01 levcl -
1 Significant at better than the 0-03 level .
1 Rjgnificant at better than the 0'1 level.

* In these cascs only one variable qualified for inclusi in the final regresfion
equation and therefore the coefficients were not multiple.’
1 At this point too few ratings were avallable for the oomputatnon to be relevant.

fact that while an glec"ﬁcian may come regularly to the home, a
motor mechanic does not. (When having an outlet socket fitted to
the wall, people generally judge an clectrician by his neatness and
pleasant approach to them rather than by the techmcal expertise
of the job.) Those electricians assessed as competent would tend
therefore to share certain non-cognitive characteristics, as the
results here tended to indicate.

Apprentices in the motor trade tend to be similar to clcctnmans
in so far as the technical competence of their work is more difficult
to assess than its neatness and “finish”. They therefore tend to be
assessed on other non-cognitive characteristics. Because of the
\ .
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djfficult for most supervisors. The associations between predictors
and this criterion of competence were correspondingly slight,
throwing little light on whether thero is any consistent predictor.

What should however be noted is that, irrespective of their
constituent parts, the size of the rogression coefficients indicating
associations between predictors and criterion is in the same range
as thoso observed by NIIP (Frisby ef al 1959) or even a little higher.
Even allowing for restrictions of range, the NIIP study produced
correlation coefficients of, at best, r=0-50. Considering the difficulties
in constructing the criterion and evaluating it across a large number
of supervisors, this is a most satisfactary outcome, although it must
be said that even correlations in the range of 0-25 to 0-69 leave a
great deal of the variation in performance unexplained.

It scoms likely, thercfore, that the prediction of congpetence at
work is more casily achieved than the prediction of success at
college. The two criterion measures are not, however, directly
comparable since workshop assessments were available on only a
proportion of the apprentices who had continued with their original
employer. This reduced number also meant that the correlation
coofficients were less dependable, due to the small number of
observations. .

In spite of the populations for the college and workshop criterion
measures being different in size, they shared a sufficient number of
apprentices in common for a comparison of the two measures to
be possible. This comparison indicated that, on an analysis of all
apprentices in each of the enginecering and motor trade groups, and
on an analysis of those apprentices in both industries who had been
given off-the-job training in a training centre, there were no significant
associations between how well an apprentice did at college and
how he was assessed by his workshop supervisor. Much of this
lack of associatfon was due to the fact that te overwhelming number
of apprentices for whom workshop assessments were available had
co ed their college course with a pass. When any dithotomous

“variable (such as ‘“‘pass/fail”) is divided in an extreme fashion

(eg, 90/10) it is difficult for statistical analysis to show associations
betweed®scores on that variable and scores on a criterion such as
workshop assessments. Y .

In the NTC groups however, thé relationship between the two
criterion measures was. strong in both the engineering and motor
trade situations. Here, of course, employers were more conscious
of the present value of an extra pair of hands than t.l‘o future value

16, -
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of a certificated tradesman and so there were more apprentices in
this category who had discontinued their college studies while
retaining their employment. In this case, therefore, workshop
assessments were available for apprentices whose performance on
the college criterion covered the whole range of values. With these
groups the large number of supervisors who completed the assess-

ments agreed that those who had succe@fully completed their-

college course exhibited more competence in the workshop than
their counterparts who had not completed the college course.
This is not necessarily to say that completing college studies improves
workshop performance since it may well be the case that a small
number-of boys with more workshop competence are more strongly
encouraged to continue at callege. It has often been noted
conversations with supervisors that too much success at college
can lead to an agprenticc aspiring beyond his existing  firm.
Particularly in the smaller firms which jirc normally to be found in
the NTC category theto is a congatfuing need for less skilled employees
who will stay with the firm.

While consideration is
performance at work ang/college, some att¢ntion should be paid to
thc associations between. first-year performance and final-year
performance. In fact there were no observable associations between
performance at thesc two stages. The nature of the criterion
measures is partly the cause of this, but nevertheless it might have
been expected that those who sugceeded over thg whole of college
attendance would be, by and large, those ®ho had done well in the
first year. This whis not so to any great cxtent and the explanation
would seem to be that after the end of the first year of training and the
end, for most apprentices, of any lengthy, integrated education and
training the non-cognitive characteristics begin to predominate.

The nature of the variables associated with first-year success
(Tables 21 to 26) and the variables associated with final-year success
(Tables 32 and 33) lends support to this view. The increasing
importance of non-cognitive characteristics is reflected in the lists
of correlations and tables of discriminating variables. To succeed
in college studies and in the eyes of a supervisor demands different
characteristics from those rewarded in a stggictured training environ-
ment. In training, thdre are certain logical rules and rcgulations
which aid the acquisition of skills ‘but at work there is a certain
arbitrariness in rules and decisions to suit the conditions of work.

To survive in employment requirgs certain non-cognitive character- .

istics which enable one to adjust.to this arbitrariness. Certainly

165
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off-the-job training is essential for laying down the foundations of
future knowledge and skill, but the ability to “succeed” and make
continuing use of thesc attributes %X dependent on a form of
perseverence which is the focus of our consideration in the next
chapter.

Summary and Conclusions -

Through the use of what were considered to be appropriate
statistical techniques, first-year and final-year “success’’  was
measured.

It was observed that first-year success, particularly in tgrms of
college performance, could be predicted to a fairly high degree,
although the less accurate predictions were more gften associated
with a highly systematic training provision. The explanation was
offered that the systematic training produced a levelling-out of
performance which depressed the value of the predictive measures.

Fewer measurcs of training success could be obtained from
employers although those which were available also indicated the
greater effectiveness of more systematic training.

The measures obtained at the end of the course indicated that it
was difficult to derive a satisfactory measure of college performance,
and that there were few associations between the predictors and the

- measure used to indicate college performance. Workshop com-
petence was assessed with some success in the engineering group,
but less successfully in the motor trade group. The explanation
offered here, as with a similar finding in the first-year situation,
was that the nature of motor trade competence is such that measure-
ment of performance is more complox than in _most engineering
work, other than electrician’s (which has a similarity with motor
trade work).!!

Although the composite measures -derived from Workshop
Characteristics were entered into the statistical analyses where
appropriate, there were scarcély any cases where these composites
contributed to the prediction of **success” in performance torms.

What did, however, emerge from these analyses was differences
betwoen industrics and differences within industries. In ghe first
place engineering apprentices can be more casily assessed on the
quality of their work than can motor trade apprentices; and in the
second, there are stronger pressures brought to bear on engineering
apprentices to continue at college than are brought to bear on motor

- trade apprentices. '

11 This similarity is reflected in the statistical analyscs.

-
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On the other hand the cffectivencss of systematic training has
already been remarked on, and the counterpart of that rvation
i8 that the boys who succocded without the support of systematic
training (thp NTC groups) were more likely to do so by virtue of
non-cognitive characteristics than of cognitive ones.

A careful examination of the patchwork of associations between
predictor measures and the variety of criterion measures indicates
that there were few variables consistently and significantly associated
with succdes throughout apprenticeship. Indeed, one, consistent
finding in this, and other researches is that **. . . an appfentice who
did well . . . at the end of the first year will not necessarily do well
at the end of his third year.” Ability *“is not the most crucial factor
by the end of his third year” (Hogan, 1973).

Even allowing for the difficulties in deriving criterion measures,
in coping with the variety of further education routes, and the
diversity of workshop environments, the apprenticeship process
would scem, over four years in the lives of young adults, to produce
such variation in performance as to throw doubts on the purpose of
attempting to predict “‘success’’.
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This chapter, in which a combination of objective' and impression-
.~ istic data is attempted, is concornegd with factors associated with
changes of employment during the four years after commencement
. of an apprenticeship. Some of the information used to illuminate
these changes was obtained by means of mailed questionnaires to
. those who had changed, some by enquiry from their employers, and
some by direct contact with those apprentices who had previously

been contacted as members of the interview sample.

All the boys for whom some variation in employment circum-
stances was noted are referred to as changers. Of these, someo
abandoned apprenticeship altogether and took up some other
form of employment. These we hgve called drop-outs. Others
continued their apprenticeship in the same trade but with another
employer. These we Kave called job-changers.. Yet others had a
change of employment, the nature of which it was not possible to
establish. These we have-called unknown changers. These three
groups have been co with one other.

Just as there are/changes in terms of new employment so too
there are different tauses of these changes, Some of our boys felt
that they had their job of their own accord. Others felt
that they had left\under pressure. Yet others had not so much left
as boen left when thpir firm collapsed and they were made redundant.
These three grou have been compared with one other.

A further comparison has been made in terms of the year of
apprenticeship (1st, 2nd, 3rd, 4th) during which the change from
original employment occurred. ,

The final comparison that has been made relates to ‘“‘success” in
apprenticeship. In this connection, when the topic was raised
initially (p 131) it was emphasised that for many employers, any

159 ' o
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apprentice who stayed with them until at least the end of his time
was accounted a success. It is for this reason that the final com-
parison that has been made is that between those who, at the end of

“four years, weore in then original employment and those who, for

whatever reason, were not.

Techniques of Analysis

The performance critorion variables associated with changes of
employment were all of an ordinal type. In accordance with our
established practice, disciminant function analysis was the principal
technique employed. The -analyses sought to discover whether those
cases falling into each ggoup eg, the drop-out group- had shown
any previously measure 3) characteristics that distinguished them
from those in other groups—¢g, the group consisting. of thoso
sucancting apprenticeship. The purpose of the analysis
was two-fold: identify characteristics of particular groups, and
to discover whether, if the measurements were to be repeated on
other young people, it\would be possible to make good predictions—
for example, as to whether they would complete an apprenticeshi
successfully. This analysls involved the construction for each pa‘ﬁ'
of groups! of a discriminant function - a linear equation- --combining
the predictors optimally weighted to yield a single score (Kn a
continuum) that assists in allocating cascs to particular gr8ups.
(Two criteria serve to demonstrate whcthcr the discriminant function
is a useful one. These are:

1. Whether the equation(s) give(s) rise to many misclass}ﬁcations
of cases even when applied to the set of cases from which it/
they had been derived, and

2. Whether the statistical probabilities are such that the relation-
ship between the predictors and group membership is likely
to be sufficiently stable for there to be a reasonable prosp%ct
of making satisfactory predictions covering a fresh set of
cases.)’ N

Time of Change
The year of apprenticeship during which the first change of
employment occurred is summarised in Iablc 4.

1 Thede paired groups may be cither the basic groups or combined groups.
(The function may, for example, distinguish between group A and-groups
B and D combined.) The maxlmum ber of discfiminant functions is
one less than the number of groups in alysis.
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In view of the small number of engineering changers in the third
and fourth years, these categorics have been collapsed and will be
treated as one in the subsequent analyses.

What is immediately obvious from this table is that there were
many more changes in the motor group than in the engineering
group and that changes varied according to training type. Some
indication of why these situations should be will emerge shortly.
It is also clear that ““changing’ in the motor trade builds up to a

TABLE M
CHANGING JOBS BY YEAR OF APPRENTICESHIP?

Training Type
| % of all
Group Year SSEB oTcC NTC All apprentioces
Engineering | 1 6 4 7 17 9
(n=195%) % 4 k] 3 10 5
6 '
a) — s | )0 5
LAGTA| OTC NTC All
Motor i 4 8 10 22 10
Trade 2 9 7 5 21 10
(n=211) 3 13 6 - 12 31 15
4 10 1 k| 14 7
PUSVUIPER (PRI U

peak in the third year whereas in the engineering industry the
first year is the peak year and wastage slows down thereafter.

How far the year in which changca occur is symptomadc of other
differences among appgentices is the subject of this pamcnpar sot of
analyses.

In the engineering group a dnscnmmant function analysis relating
to year of change was successfully performed such as to distinguish
every category of student. The classification table (Table 35) for

@ll engincering apprentices on whom full data was available is

'3 The figures for drop-outs are low com with rates quoted elsewhere.
The Road Tunqun lnduma;l‘rnln_}_xﬂ_B annual rates of 17 per
cent amongst (R 1973 figures may represent
quit-rates rather t rates, since employm making returns may
not be able to sh ) from drop-outs. Even 30, our figures
are lower than these. The w are also low. Drop-out
mea quoted elsewhere for apprentices over the whole period of

renticedur include 53 cent in Birmingham and 15 per cent in Glasgow
( ackay 1971) and “one-fifth” in England and Wales (Schools Council 1968).
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indicative of the ways iff which changers are different according to
year of change.

For 24 apprentices (77 %) correct classifications were achieved
(Table 35).

TABLE 35! ~d
PREDICTING YEAR OF CHANGE AMONG ENGINEERING
. APPRENTICES
Predicted Year of Change
Contributing Variables
1 2 3 v
7 2 2 Mechanical Comprehension
Test$l
1 9 — “Instrumental”’
Attitude}?
1 1 .8 “Pride” Attitude}

Fisher's Exact Probability Test3
(with years 2 and 3 combined) <0-0t.
1%‘ Significant at better than the 0-01 level

Significant at better than the 0-03 level
Significant at better than the 0'1 level.

* Sec notes | n¥2 of Table 27 (page 148).

Notes: )
1. The tables in this chapter follow the pattern N?mviously described on p 152.
2. nﬁmog of composite Attitude and Motivation variables is explained
in Ap .

3. Chi-square cannot safcly be used, but a satisfactory substitute can be found
in Fisher's Exact Proba‘ility Test (Cochran 1954, Siegel 1956). Accordingly
in this table— and where necessary in subsequent tables—the Fisher test
has been employed (as a “two-talled” test). Like Chi-square,®it yields
ignificance levels in terms of the probability of the given distribution occurring
solely by chance, )

[ 4

In the motor trade group, the overall success rate was also
encouragingly high. For all apprentices who changed, the year of
change was correctly classified in 71 per cent of cases, if account
was taker of the Workshop Composites. Since the workshop
information was not available for all, apprentices, however, the
number of cases on which this classification was made is lower than
for other classifications. The predictor variables which contributed
to this classification were—again in order of importance—
“Recruitment” Workshop Composite,3 *‘Size” Workshop Composite,

3 This particular co ite requires some further explanation. The more
) uystte!madall l: firm Edentiﬂed vacancies and filled them the higher its rating
on variable.
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“Opportunity” Motivation, *“Conditions Motivation, *‘Skill”
Workshop Composite.
. Breaking the total group down into its constituent parts provided
no bettor insights into the characteristics of the apprentices who
changed employment at diflerent stages in their apprenticeship.
There are, as we will seo subsequently, many different reasons for
an apprentice changing his employment which seem to be additional
to those associated with year of. apprenticeship. Certainly our
parallel analyses taking workshop characteristics into account

TABLE 36
PREDICTING YEAR OF CHANGE AMONG MOTOR TRADE
APPRENTICES
Predicted Year of Change
Contributing Variables
| 2 3 4
o 1| s 1 1 1 | “Recruitment"
Workshop Composite} 3
Actwal Year | 2 1 9 1 2 | “Size” Workshop
jof Change Composite}
‘ 1| — 4 11 1 | “Opportunity”
Motvation}
4 | — —_ 2 7
* F significant Chi-square (with years I 1 and 2 combined
at <001 and years 3 and 4 combined) <0-01.-

Significant at better than the 0-05 level
Significant at better than the 0-1 level.

¢ See notes 1 and 2 of Table 27 (page 148).

]

indicated in this case that whatever other effects particular types of
workshop may have on changes of employment, they have a strong
effect on the year of apprenticeship during which the change occurs.

One other positive finding comes from inteyviews with employers
and apprentices. By the third yoar, most ‘motor apprentices arc
" working on their own and repaying some of the training costs in
which employers have invested. In fact boys who have reached
this stage are sufficiently valuable from the employers’ point of
view for advertisements for third-year apprentices to appear in
local newspapers. Such apprentices are a desirable commodity on
»the labour market. It is small wonder then that the third year is the

peak year for changes in employment,

tii Significant at better than the 0-01 level

- L 175‘/
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Type of Age

As previously indicated (p 159), in this serics of analyses threc
major types of change (Table 37) were examined. The changes
varied in quantity between industries, but not in nature, except in

TABLE 37
“CHANGERS BY GROUP OR TYPE
Type of % of all
Group change SSEB OTC | NTC | All | apprentices
Engln«ﬂng Drop-outs 6 ‘ 4 | o8 1§ ‘ ‘; o
(@=195) Job- .
changers 4 8 7 19 10
Unknown
changers — - - -
LAGTA | OTC | NTC| All
Motor Trade Drop-outs 15 8 19 42 20
(n=211) Job-
changers 16 9 8 kK] 16
Unknown
changers M 5 3 13 6

the case of boys whose change we were unable to identify (all of
whom fell in the motor trade group). Between the training types ‘
in both industrics, however, there were no statistically significant

differences.

-

Further information was sought by a mailed questionnaire which

TABLE 38 .
NEW JOB OF DROP-OUTS
Lower Other Higher Forces
Group Job Trade Job etc. n
Engineering 10 2 2 | 15
Motor Trade 20 L] 7 8 40
4 P
attempted to establish the directions in which the drop-outs had

moved (Table 38). As
in the motor group, but in
ve classified as “lower

which we

able 38 shows, most of the drop-outs were .
both groups half or more went to jobs
" in terms of skill or status—

a variety of semi-skilled or unskilled occupations. A’ few managed
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\

to transfer to apprenticeships in other trades, but since there are
normally upper dge limits placed on entry to apprenticeship this
type of change was generally (in six cases out of seven) accomplished
in the first year of appmnticcship The jobs which we classified as
“higher”’ were mainly in the clerical category. Most of those who
moved to such jobs and most of those who enlisted in the armed
forces were drop-outs from the motor trade.

Even if allowance is made for the fact that there were some
changers whose destinations could not be ascertained (the “‘un-
known” group), it seems apparent that it was difficult for most of -
those who dropped out of their "apprenticeship to secure anything
but lower level jobs. ,

The finer details of, for example, type of drop-out could not be
pursued any further because of low numbers in each category.
The more crude division (in engineering) into drop-outs and job-
changers and (in the motor trade) into drop-outs, job-changers and
unknown changers did, however, provide satisfactory numbers
for at least preliminary discriminant function analyses (Tabl
39 to 40) to be accomplished using those cases for whom com!)leg
data were available. ,

The number of cases for each category of enginecring apprentioe
was very small but, except in the case of “all engmocrs a very
complete and almost totally accurate separation of drop-outs
and job-changers was accomplished. This" separation, however,
as can,be scen from the significance levels, was achieved more
through the smallness of the groups than through the power of the
variables.

Only in the case of SSEB apprentices were the ability measures
particularly prominent, with the job-changers being characterised

" by their higher ability. It is suggested that such apprentices perceive

the possibilities open to them to continue in employment in the
same trade, albeit with a different employer, and use these possibilities
to broaden their experience.

In the case of the other types of apprentice (OTC, NTC
olectnclam) there were two common factors, age and having an
enquiring or ambitious nature. .

Age, as a factor which enables some younger boys to make a
fresh start in a new trade, is’ explicitly important among the OTC
boys and the electricians where the younger boys could change
jobs but where thd older boys, who could not, tended to fall into
the drop-out category. But the same is true of the NTC apprentices
where age doos not appear as & éontnbutmg variable because the

1 "~ / . v
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TABLE 19

CHANGERS IN ENGINEERING

41l Lngincering Apprentices

Predicted Qutcome
' lSrop— ﬂjob— Contributing
'% Outs Changers Variables
) Drob—();;s __8 7 - “Education”
Actual Attitude}$
Qutcome Job- :
Changers 5 11 Li@et
e Fsignificant at <005 Chi-square - Non-significant.
A8
SSEB
Predicted Qutcome
Drop- Job- Contributing
+ Outs Chag\gers Variables
Drop-Outs 6 — Spatial
Actual Formboard Test}$$
Qutcome Job- Mechanical
Changers — 4 Comprehersion Test3d
*Conditions”
Motivationt}
“Hard Work”
_Attitudes
B I .
t F significant at <0-05 Fisher’s Exact Probability Test <001
orcC
Predicted Outcome
" Drop- Job- Contributing -
Quts Changers Variables
Drop-Outs 4 —_— “Op;sortunit "
Mouvationt¥t
Actual
Outcome Job- Ageltt
Changers — 5 “Supervision”
Motivation}}
_Extraversion
"Scalet

t F significant at <0-10 _

17

Fisher's Exact Probubility Test <001.

’
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NTC
I’n’dtrh’d Qutcome
l)rop« 7 Joh— Contributing
Quts C hnngcrs Variables
Drop-()uts ) — “Ld&éamn 7 o
Actual Atmudct.n
Outcome Job- Extraversion}i}
Changers — 7 “Promotion”
Motivation}

:T‘ F significant at < 0-Ql

dk{ectricians (See Note 1)

hshcr s hxau Probablhty Test <0-08.

e ] - :
Predicted Qutcome
Drop- Job- Contributing
“ Outs Changers Variables
Drop-Outs 7 o1 Age
Actual : ‘“‘Promotion”
Outcome Job- Motivation
Changers 3(1) 6 (8) | (“*Outward-Looking"2
Workshop) (See Note 2)

t F significant at <0-10 Fisher’s Exact Probability Test <0-10 (< 0-02)

111 Significant at better than the 0-01 level
Significant at betteAthan the 0-05 leyel
‘Significant at better than the 0-1 level.

* See notes 1 and 2 of Table 27 (page 148).
t See note 3 to Table 35 (page 162).

Notes:

1. In the case of this category within the cngmeering gro&

: work:ihe?ip information helped to imiprove the number
classi

the addition of
changes correctly
ifl the manner indicated by the bracketted information.

2.-This tcular composite was derived from the attitudes of employers towards .-

training, !ill-round competence in a tradesman, etc. The more the employer
thouxht in terms of benefit to the trade and the less he thought only in terms
of narrow self-intepest, the higher his rating.

boys in this category were older at the beginning of apprenticeship

and few, if any, -were, for that reason, able to change trade.
What we have described as an “‘enquiring nature™ varies in detail
from category to category, appearing in one as ‘‘prometion”

-motivation, .in another as “extraversion” and in another as *“‘oppor-

tunity” motivation.: These crude composites seem to descritte
boys who, on deciding. to change jobs, see a future in their trade

o
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F significant at <0-01.
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TABLE 40
CHANGERS IN THE MOTOR TRADE
All Molor Apprentlce.l b’
Predicted Outcome
Drop- Job- Unknown Contributing
Outs Changers | Changers Variables
Drop- * T *Education”
Outs 23 1 ., 12 Attitudet?
Actual Job- *Skill**
Outcome | Changers 15 17 — Motivation}
-1 Unknown *Opportunity**
Changers 2 2 4 Motivation}
F significant at <0-01.
LAGTA
Predicted Outcome
Dmp— Job- Unknown Contribyting
Outs | Changers Variables
Drop- \ orkplace”
Outs, s 9 — 4 tvationt
Actual Job- ) Arithmetic Testt
Outconte | Changers 3 13 — Aget
Unknown ““*Conditions""
- Changers 1 1 3 Motivation}
2 ‘ > e
F significant at <0-0S.’ :
oTC \/ )
Predicted Outcome
‘ ’ Drop- |f Job- |Unknown| Contributing .
¢ - Outs Changers | Changers | ,  Variables
Drop- ) ) ) ' *Opportunit
1 Outs 6° —_ —_ Motnvatnont¥t ‘
Ad(ual Job- | **Hard Work™
Outcome | Changers —_ 9 . — Attitudet}t
\ Unknown “Skill*”
' Changers — — 2 , Mdtivauonnt
} D “ Age
o

./
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'
NTC
’ Predicted Qutcome
Drop- Job- Unk;m\;m Contributing
Outs Changers | Changers .Vanablcs
Drop- » - o :L‘ducation':
Outs 15 2 Attitude} !
Actual Job- ) Father's
Qutcome | Changers 6 L — Occupationi}
Unknown ,
Changers 1 — I
F significant at - 0-01. T
Motor Mechanics
Predicted Ourcome
. Drop- Job- Unknown Contributing
) Outs Changers | Changers Variables
Drop- . Father’s
: Outs 14 — 3 Occupation}t
Actual Job- . - *"Hard Work"
Outcome | Changers 3l 9 — Attitudet}
Unknown * - No. of O-grades
Changers _— 1 e | Attempted}
F significant at <001.
i Significant at better than the 0-01 level
Significant at better than the 0-05 level -

Significant at better than the 0-1-leyel.

N

Note: Si ore then 20 per cent of the “‘expected’ frequencies in these tables
arc loss Yhan

five, some adjacent cat

ories would normally be combined

(to Sen'nit Chi-square to be calculated). In this case, however, this cannot
be done,

since to combine categories havi

neither interval nor ordinal

n
connection would make no sense. Fisher's ngu:t Probability Test has not

beeh
- only.

but not with their current employer. These boys seok

substituted for Chi-square because it is applicable for 22 tables

<

advancement

thrqugh a change of firm but not of trade./ Such “enquiring”
characteristics can also typify workshops, as the electrician’s
category makes clear. Boys in this category who worked for inward-
looking firms and who wished to progress in their trade changed

their firms.

commonly acknowledged that

"

Indeed in some firms employing el
change ‘of firm within the trade is

. . 1
o 183

ians it is
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the only way of an apprentice acquiring a sufhiciently broad ex-
perence of the demands of the job.

For all motor apprentices the diversity of change or the in-
appropriateness of the chosen vanables made the separation into
types of “changer” littie better than chance. For the NTC apprentices
the circumstances did not permit a satisfactory classitication. Where,
however, there was eommon training or employment (Table 40)
the types of changer could be predicted with some accuracy.

As was found amqngst engincering apprentices, age and an
“enquiring” nature provided part of the explanation. Amongst
motor mechanics and LAGTA apprentices there was an additional
factor associated with school performance and/or aptitude which
worked to the effect that more able apprentices were the ones more
likely to change within the trade. Amongst motor mechanics only
there was an association between father’s occupation and nature of
change. Those with fathers in white-collar occupations were more
likely to leave the trade altogether, although the explanation for
this js not apparent. '

Before the causes of change are discussed, one other matter
should be mentioned. Little evidence was available of any connection
between changing jobs and any of the attitude$ which emerged from
the interviews. In the engineering study the number of eventua
changers who had fallen into the interview sample (a total of 13)
was too small to allow any patterns to appear” Amongskthe motor
apprentices there was evidence thatd few of those who ventually
dropped out were less clearly committed to the trade at the start
than their colleagues, whereas those who later changed jobs within
their trade were®nore than usually committed to it.4 Such a lack?
of early comgitment was, howeyfr, shown by only a minornty of
the apprcntit& who dropped gut, and it cannot be taken as a
major reason why apprentices,}éft the trade.

: )]
Causes of Change

Why then, did apprentices leave their emplgyers? We attempted
to discover the reasons as fully as possible;”by means of contact,
wherever possible, with thosec apprentices who had left. Their
responags are summarised in Table 41, where the reason for change
is crogs-tabulated against the nature of the change. In the tabjjethe
changers are divided into those who ‘“left under pressure’ and

4 In reply to the first interview question about whether or not they thought
they were in the right trade, eight out of 24 drop-outs or upknown changers
felt they were not, compared with one out of 18 job-changers and six out o 36
among the others interviewed. N

-
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those who “left of their own accord.” The first category was
adopted bocause we found that in many cases it was not clear
whether in fact an apprefitice had or had not been formally dismissed.
Not infrequently a boy told us he had been ‘“given his books™

- while his employer said he had “left.” Sometimes a “‘row’ or a
problem of personal relationships had arisen, and the apprentice
Jeft when he saw the writing on the wall. In other cases the apprentice
had been simpl{y dismissed for same kind of misconduct or because
his work was considered unsatisfactory. All such cascs we have
included in the category “left under pressure.” Some others, in
theanotor study only, were made redundant. The rest of the changers,
as fag as we could discover, had left of their own free will.

A humber of interesting points emerge from this table. Firstly,
the proportion of changers who left under pressure was much
higher in the motor group than in the engineering group.3 Most
of those in this category left because of misconduct, or because of
problems of behaviour or relationshipf. Comparativély few were
dismissed because of unsatlsfactory ork. Apparently proglems
which resulted in approntices, g under pressure arose dnore
frequently in the motor garages than in the engineering or clectrical
. industry. Sccondly. it appears that few of those who left under
r  pressure continued in their trade and apprenticeshyp with another
- employer; ie, were job-changers. If situations arose which resulted

o in apprentices leaving under pressure,'most of them dropped out
of their trade altogether. A good proportion of those who left. of

~ their own accord, on the other hand, continued their apprenticeship

. with another employer and many of them 'had their new employment
arranged before leaving their first job. Thirdly, most of the reasons
for leaving given by apprentices who left of their own accord were
positive ones. The large pjoportion of those whose stfited reasons
we were able to discover |..,.1catcd that they were atgracted to another .
type of work or another employer. Dissatisfaction with their first

. employment was less-to the fore in their minds than the more

" positive factor that they had found something better.6 It is also
worth noting that only one’ apprentice indicated that he left his
trade in order to earn more money. Fmally there was a total 6f 18
redundancies in the motor group but none in the engineering group. °

3 In fact three of gesmginauhzappmtjoumdimﬁsseduamultof
, m‘lmnduct at the SSEB hostel rather than at-their work. If we take accgunt
this it. reduces the number who ldt because of pressure arising at their

/\7 g'lhim of work even further.
s is indeod what we have just observed nbout "jobchmgcrs“ as a distinct

' group. . )
T ) I 183 L




Left Under Presswre

REASONS FOR LEAVING FIRST EMPLOYMENT

TABLE 41

Motor Appmntloe;

Enginecring Apprentices

Drop-ﬂ Job- Drop- Job-
Outs Unknown | Changers Total Outs Unknown | Changers Total
Misconduct, behaviour 7 2 3 12 2 4 — 6
Work unsatisfactory 4 2 i 7 — 1 — 1
Row with employer 3 — 2 s 1 — — 1
Theft, conviction 2 2 — 4 1 — — 1
Not clear, various 3 — 2 h] — — — —
Total . 19 6 8 33 T4 s _ 9
Left of Own Accord hl
Motor Apprentices . Engineering Apprentices
X =
Drop- Job- Dgop- Job-
Outs Unknown | Changers Total Outs Unknbown Clmnm Total
o RO R R AT R B -
r experience — - — -
Saw lomethI::‘(mm 10 — 1 11 A — 3 4
Personal reasons, parents .
moved . 1 — 2 — 1 9 2 k|
Money { — — — — 1 — — 1
Disliked other workers : —_— — 1 — - — -
Not clear, various 4 4 10 18 5 6 L1 16
Total 17 s 15 37 11 T 10 28
Redundamt - . )
Motor Apprentices Engineering App}mtlou
Drop- ‘ Job- : . Drop- | Job-
. N . Outs Unknown | Changers | Total Outs Unknown Total
T 4 3 1 18 - — — —

[43]
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For the purposes of our analysis, we also Wvished to know whether,
in particular training situations, the different caudes of change could
be identified. For cach training type (Table 42) a different change
pattern emerged.

Apart from the differences in patterns of redundancy—the moﬂ)r
tgrade with its predominance of small employers is more prone to
problems of surplus labour—the motor trade is habituated to using
various forms of pressure in order to trim its labour force to fit the
c¢bb and flow of business. This pressure mentality was most
characteristic of our large employers in the OTC training situation
and least characteristic of the NTC employers where, it can be
argued, apprentices recognised the risks of unemployment and always
tried to keep one jump ahca.d of redundancy.

TABLE 42

REASONS FOR LEAVING FIRST EMPLOYMENT
(by Training Type)

—— g e —— —

Left Under | Left of Own .
Group }‘ype Pressure Accord Roedundant | n

Engineering SSEB 3, 7 — 10
. OC 6 6 — 12
NTC g 15 - 15
Motor Trade . LAGTA 13 13 10 36
OTC 13 5 4 22
NTC 7 19 4 3

If, however, there is some association between type of apprentices
and type of reasons for change which is independent of the factors
associated with the industry and the firm, it should be possible, b
discriminant function analysis, to identify them. -

In the engineering group this analysis did not prq:ﬁto be possible
because of the cases for whom complete data was ‘available, only
five (of 31) wero in the “left under pressure” catogory and the
unevenness of this distribution made the techniques inappropriate.

In tbwotor group, however, the use of the “Recruitment” and
“Size” Workshop Composites enabled 70 per cent of cases across

~ the three categories to be successfully classified. Similarly, with the

LAGTA and OTC_ approptices, use of the same two Workshop
Compasites enahjed all but one *“changer” apprentice to be correctly
classified.. Only in the NTC case was the nature of the workshop

not a contributory factor, and here the uniformly small size of the

185
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workshops represented m this category ensured that these variables
would not count. For NTC apprentices 92 per ceut weie correctly
classified by a combination of - “Conditions” Motivation, Arith-
metic Test, “Hard Wosk™ Attitude, “Sclf Sufficiency”™ Attitude,
“Responsibility” Motivation. This set of variables accords with
previous suggestions that some positive reason often underlies
self-initiated changes.

What little analysis was possible under this heading served to
cortfirm the picture painted by Tables 39 and 40. The rcasons given
for change arc powerfully associated with the nature of workshops .

+in the motor trade.

Who are the Changers?

So far our analyses have depended on a prior identification of
changers, but if the pattern of change which we have sketched in
1s to have any meaning at all, we must demonstrate that potentiul
changers can be picked out from the total g{oup of apprentices in
any situation.

From the global *changer” figures of 88 metor trade apprentices
out of a total of 211 (42%,) and 37 enginecting apprentices out of a .
total of 195 (209;) it is very evident that the nature of the industry

} has a particular effect on rate of apprentice turnover. It has already
* been mentioned how the size of workshops, the nature of the end-
product, and the nature of supervision affect an apprentice’s response
to his employment. While the two groups of appremti were
seen as different, it was recognised that apprentices employed with
electrical contractors had more in common with motor mechanics

N on these parameters than with engineers. The gross turnover

B figures confirmed this, since 13 of 37 cbntracting apprentices (35 %R

’ changed employment whereas only 24 of the other 158 engmeermg
apprentices (15 %) did so. . y

There was no evidence, however, that changing was associated
with particular trades or types of employment in any other systematnc
way, and the discriminant function analysis of all apprentices in -
each industry was accordmgly unsuccessful in classifying apprentices

as ‘‘changers” and non-changers to any degree significantly
better than chance.

Among the various categones in the engineering group (other than
SSEB),. however, some success in classification was possible,

. « especially when workshop factors were taken into account (Tablc 43).

In addition to the workshop fagtors it is pamcularly important

" to recognise that NTC and electrician apprentices were, in general,
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TABLE 43 ’
A1
o PREDICTING CHANGE
. (Engineering Apprentices)
orC ‘
X T T - “A“MHA - - - T
Predicted Outcome
- \. No ¥ Contributing
' Change | Change Viriables
No Change 19 .2 | “Size” Workshoptit
Actual ) v IS'Pmiql Formboard
Outtome| Change 1 4 Test}
b “Promotion” Motivation}

* F significant at <001 Fisher's Exact Probability Tedt < 0-01.

¥

NTC o ;
Predicted Outcome
Noa ~ Centributing
Change | Change ariabley
INo Change {-- 14 1 “Size" Workshop
1 Actual Age .
Outcome| Change I« 17 | Father's Occupation
*F signiﬁc;l;( at <0-01 » Eshcr’s Exact Probabiii(;i:w( «00|‘.:"—~
- " /ll . )
~ T
) J ' _PerIcled Outcome B l
I . lqo A Contributing
. - Change | Change AVariables
~ | Mo Change {5 B 1. | “Size” Workshopttt
Actual v “Skill” Workshopitl
Outcome| Change v 3 8 Father’s pation}}
: . _ | “Oppertunity”
. i 1 Motivation} .
* F significant at <001 : Fisher's Exact Probability Test <0-01.
e ! a T e s )
t} Significant at better than the 0-0t level
Sign t at befter than the 0-05 level
Significant at better tlpn the 0-1 level. -
* See notg 3 of Table 35 (page 162). “ ‘ !
L] * - : e
v [
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176 GETTING A TRADE

placed in a less-structured industnal setting. Family support, which
the variable “Father’s Occupation” is indicative of, was of greater
importance to them than it was to boys in structured training
schemes where the schemes themsclves provided the support even
when apprenticeship experience was lacking in other members of
their family.
The best classifications of the various tategories in the motor
\trade group were also obtained through the addition of the workshop
composites (Table 44), except in the cases of (1) the NTC group,
where an insufficient number of employers had responded to our
inquiries and where, therefore, classification was attempted without
these variables, and (2) the OTC group, where the employers were
so simjilar that differences in respect of these variables were
'\nsufﬁcient for these variables to make an independent contribution.

. \\ B TABLE 44

PREDICTING CHANGE
(Motor Apprentices)

LAGTA
Predigted Outcome
No Contributing
Change | ,Change Variables
. No Change 39 5 “§ize” Workshopiit
Actual ‘ . FPather’s. Occupation$}
Outcome | Change .9 12 Arithmetic Test}}
' “Education” Attitude}
Age
_ - o \
* F significant at <0-Q1_ Chi-square <0-01
oTC_ _ : ‘ /
: 7
Predicted Qutcome d
No Contributfng -
Change Change v Variables
No Change - 17 4 Father’s Occupation}}
Actual \ “Workplace' Motivation}
Outcome| Change ) i1 Aget
: *Authority” Attitudel
’/ : “Opportunity” Motivation}
* F significant at <001 " Chi-square <0-01.
b
, .
- R N
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- _ NTC '
Predicted Outcome
No . Contributing
2 Change Change Variables
. . No Change 25 3 *Workplace” R
mgclual ‘ . Motivation}} Q
utcome | Change 11 15 | Agett
_ * Fsignificant at <001 Chi-square <005,
Light Vehicle Mechanics }
e e \
Predicted Outcome
No Con(ributing g
Change Change Variables
No Change 18 2 “Workplace”
Actual . Motivation}}}
Oyftome | Change 2 13 “Skill"” Motivation}$}
~ *Recruitment’”
’ Workshopii
\ : Father's Ooccupation}}
*Size” Workshopt
Number of O-grades
s P o atscmptedt
* F significant at <0-61 Chi-square <0'61; R “
x* Significant at betler than the 001 level
ificant at better than the 0-05 level
iﬂcam at better than the 01 level. . .t

notes | and 2 of Table 27 (page 148).

From the motor trade analyses two further deductions can be
¢ madef(1) AS with the engineers, there are certain situations where
family background is particularly igpportant, and (2) in those cases
where workshop variables included in the analyses, the
apprentices’ own perceptions of their own and their desired w8rkplace
assymed a particular significance in Tielping to classify entrants as
~ “changérs” and ‘“‘non-changers.”
. Although the classifications were not perfect, they were sufficiently
accurate to justify the ecarlier sub-divisions of changer by year,
* by type and by cause of change. :

\ \ ™~
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Conclusions .

The analysese made in this chapter of various swrrogates of
**success’’ in apprenticeship have made it very clear that the character-
istics of a workplace and the personal chagacteristics of its upprc‘\ticcs
have an importance, beyond the abilities of the apprenticcs, in
determining who will stay the course. Y

There were, of course, situations where the analyses produced -
either no satisfactory classifications of apprentices or only very
poor ones. There werg also, across situations, a diversity of con-
tributing variables indieative of the cxploratory nature of the instru-
ments used in collecting data. . '

But the general trends point clearly in specific directions and, taken
together, the points which have been raiscd about the apprentices
who changed their employment call for three gencral comments.
The first is that the oceurrence of changes in employment is closely
connected with the type of industry. This is seen particularly in the
overall numbers of chang®rs: 88 out of 211 in the motor repair
industry, compared with 377 out of 195 in engineering. More
specifically, it appears that something in the atmosphere, relation-
ships, or organisation found in garages makes‘iteasy for apprentices
to indulge in behaviour which is defined as misconduct or t6 have
“rows” with their superiors, or for other problems to arise which"
lead to apprertices leaving under pressure. Finally it seems that the
difficulties of running a business in the motor repair industry
contribute to the higher"‘fﬁﬂﬂhnce of yedundancy amongst
apprentices. ' ‘

Secondly, the changes reflect different attituddy to the apprentices’ -
contract of employment in the different indystries. Although
formal ind&tures were given .in only one firm in our sample, the
traditignal and officja ‘understanding that the é:}ntract of apprentice~
ship is binding g parties unless extreme situations arise is
reflected in the figures for changers in the engineering group. Very
few boys were dismissed by their employers; and very few apprentices
changed' to other jobs within their trade. - But the situation is -
considerably different in the motor repair iridustry.

While the official apprentice contract is similar to that in other =
industries, in practice it is widely assumed that employers are at
liberty tﬁ‘ dismiss or pay off apprentices in the same way as other
employees, and that appsentices can move/from one employer to -
another as other workers do.

7 Including 13 in electrical contmh(nu alone.

I N 1 +
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A representative of the employers’ organisation, the Scottish

"‘Motor Trade Association, admitted that *‘a fairly high percentage

of apprentices do change employment’, even though the association
regrettéd and discouraged this practice. It is appafent that the full
traditional understanding of the binding nature of the apprentice
cantract-did not:apply within many garages.

The same can be said to some extent of the electrical contractmg
industry. We have seen that six of the ten job-changérs in the

‘engineering group were in electrical contracting firms. In this,

cage also a representatjve of the employers’ organisation confirmed

-that “a large number are with more than one employer” and that

it was typical for an apprentice to be with two or tliree employers
during the course of his apprenticeship. Here again it scems that
the contract between employer and apprentice is looked on more
loosely than in the engineering industry generally.

Thirdl&' it seems that if problems arose in relation to particular
boys' employment relationships, or if the boys became dissatisfied
with, thcnr‘tradc, the way out usually involved accepting a job with

-~ +> a lowerskill-level and status. We have seen that mosy of those who

left their employers under pressure did in fact drop out of their
trade. And most of those who dropped out entered lower status
jobs. It is true that a handful of lads dil manage to change to an
apprenticeship in another trade duging the early stages, but this was
of course impossible later on. %ﬁ‘cw managed to move into
jobs with higher potential: one, for example, to become a trainee
work study cngmecr; one to work in an arghitects’ firm; one to work

- in the sales office in a steel works; and one to go to college to study

commercial art. But many landed in unskilled work such as labour-
ing in a brickworks or on the railway; clcamng chickens in a frozcn
fopd plant; or doing semi-skilled work in factories.

-In the eyes of many employers and' in the lives of many young

* people, changes of employment by apprentices are more relevaht

indicators of success And failure than the more traditional measures

A

of job-performance. In this chapter an attempt has been made to

describe some of the factors associated with job-changing and to

[ S .
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_Much more could be written than has already been written on
the topic of selection for employment. Much more could have been
done, in this investigation, in the way of statistical analyses than has
been done. Deciding on either, or both, of theso tasks assumes,
however, that we were engaged on a definitive study or that employers

and employoes sce the process-of apprenticeship as fixed and |

unchanging. -

By virtue of being engaged on an exploratory study we are content,
in the second part, to have indicated what possibilities there are,
through the use of cognitivé and affective information, to predict

- the long-term “success” of boys entering apprenticeship. Future
_studies may decide to take up the work reported here and attempt

to develop measuring instruments which will accurately predict
job success. In doing so, however, they should not neglect “the

“changing nature of both the training and the applicants—in response

to change and progress in the relevant occupational and educational

, areas’; (Killcross and Bates, 1975). :

. ) -
Industrial Trdting « | '

In the course of this part of the report it has been repeatedly
emphasised that the nature of the-yorkplace was particularly
jimportant in determining job success, and that there were strong
indications that structured, systematic tfjining could produce

changes in ggprentice performance, in dent of initial ability.
) Asmong employers there were many who scomed unaware of
_the “climate’” of their own organisation. The views expressed t0

us by a tices demonstrated an industrial situation where super-
visory practices, availability of tools, etc., provision of appropriate
.7 180
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amenities, were very variable and had an effect on apprentice
performance in line with that variability.

Similarly there were employers’'who assumed that someone else
would produce the trudcsmcn end-product for them. They could
sclect whomsoever they wished, send them to the technical college
or the trammg ecntre and at the end of the approprmte period
receive in return trained personnel who would stay in their employ-
ment, come what may These are the employers Fthel Venables
soems to have had in mind when she wrote: °°. Selection by
means of objective tests implies selection for some partu.ular process,
s0 the tests must be appropriate to that process. However, when
students fail it is rare for the process to be questioned. It is assumed
cither that the tests are wrong or the students perverse and that
all we need is improved, ie, more detailed, testing. including perhaps
personality tosts.” !

For employers in either of these categories it is possible to set
up some kind of selection procedure, providing that .enough
applicants are available to meet the fairly severe entry standards.
These severe entry standards are necessary because offly a few
unusual applicants will be able to sustain the poor working conditions
and lack of support in training which such employers offer.

On the other hand our analyses showed that certain firms were
aware of the psycho-social problems associated with ‘“‘success”,
were aware that applicants judged as “‘good” by selection systems
were not' sufficient tofill all the vacancies cach year, and were
therefore dedicated to secking to understand the process of
apprenticeship to the best of their power.

Such firms paid particular attention to the training, ensuring that
it matched both the changing rature of apprentices and the changing
tochnology of their industries. They attempted to achieve an
effective integration of their training programme with the technical
college syllabuses, and they maintained a close contact with
apprentices on-the-job by means of supervisors who were prepared
for this specific responsibility.

- In firms such as these the attempts to predict “mccoss" from entry
characteristics are less successful, not so much because of the
weakness of the procedure but because of the effectiveness of the -
training. Although selection be justified in excluding the least
able and the most able, the ﬁ group because they are likely to
find the skill demands too severe and the other because they are
llkclytoﬂndthelkilldemmdsnotnvmcnou;h.mnhcneﬁnomenu

. 1 Venables 1974). '
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to that selection probably need only take account of the unavoidable
vanations between firms and attempt to match apphcant psycho
social charactenstics to wotkplace charactenstics.

It may be that m some golden age i the past it was wotthwhile
attempting to make a once-for-all selection 5o as to nuninise the
damage to employee and employet caused by the cycle in which
“poor selection” feads o “poor performance” and m which the
fatter feads to “wastage.” Now the consequences ol wastage are
much less severe.

Occupational Choice

There is a tendency amongst those concerned with carcers guidance
to encourfige young people to-start thinking about carcers.agd jobs
at an carlier age than hitherto. Carcers work in schools 1s ficquently
begun with children of 14, and many are encouraged at that age to
think in terms of what kind of job they would like to get. The
evidence from our intervicws with the apprentices and from the
information about changing jobs suggests, however, that even
after they had committed themselves to a four-year apprenticeship
in a particular trade, they saw occupational choice as to some
extent provisional or open to change. What scems to emerge 18
that the apprentices were not so much concerned about choice of a
particular occupition which would be theirs for-Mife, as with the
sccuring of certain goals or ends, for which particular ocoupations
would provide‘the means. .

Even though many of the boys (particularly those in the engineerigg
group) were, at the start, unclear about which trade they wished to
enter, almost all were quite happy to settle for what they had got.
The interviews suggest that this not only illustrates the general
tendericy for young people to be satistied with the cmployment they
have entered, 2 but is due-in part also to the special aim of these

‘boys to secure an’ apprenticgship of some sort. The question of

what particular trade they entered was in many cases a lesser issue

than the question of ftting n apprenticeship of $Bme kind.’
Having secured an apprenticeship they did not necessarily regard

themselVes as likely to stay permanently in that particular trade or

occupation. A number of them, especially among the motor

apprentices, expected to change to another occupation later on,
and many more, in both groups, were open to this possibility.
Their present occupation did not necessarily represent their “choice”
for life. Instead they were interested in certain goals or objectives,
2 See especially Roberts (1974). '

L
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and were prepared to think of changing occupations if by doing so
they could further their objectives. These included being able to do
practical work involving a fairly high degree of skill from which
they could get satisfaction, and carning a good wage in the future.
Together with these went their desire to have the securitySf having
a trade to fall back on. This was in part an end in itse® a scnse of
security would be important for them  throughout life  and in
part a nreans for dchieving the other ends. Having completed an
_apprenticeship meant that, in search of sqﬁtﬁaction or money, they
could change jobs or occupations and still be able to find a job in
their own trade if necessary. In addition some had their eyes fixed
on higher positions in the future and saw their apprenticeship as a
road to this goal. Occupational choice, that is to say, was not
something that was already done and scttled. Their present occupa-
tions might turn out to be their work for life, but ‘this need not
necessarily be so. To some extent serving an apprenticeship was a
‘way of ensuring that there could be more occupational choices in
the future. N

This raises an important point with regard to careers guidance
and education. Much of this work is focussed upon the attempt to
get young people first to understand themselves, their abilities, and
their desires and needs, and then to compare these with the
~ characteristics of various jobs or occupations. Yet an increasing
number of people may be expected in the futuro to change their
occupation, and our evidence suggests that even young: people
entering apprenticeships which involve a comparatively high degree*
of initial commitment to one occupation are-open to the idea of
occupational change in the future. This being so it may be important
for careers education to concentrate less on explaining to young
people the nature of ‘particular occupations, and more on helping
them to understand the various goals or objectives” which people
realise through their. occupations, and to clarify for themselves
what their own goals and objectives are. In other words, if carcers
education can help young people to appreciate what work is all
about and what can and cannot be achieved through'it, the question
of what particular jobs are like and which jobs'suit them best might
be casier for them to discover and decide for themselves. It is being
increasingly recognised (Roberts 1974; Allen 1976) that occupational
“choices’”” m at school may not be choices at all since local

openings may not exist in the chosen occupation. - Careers education
~ should provide not. whereby young people make one

occupational choi e time of leaving school, but a groundwork
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of thought and understanding about the nature of work, its rewards
and its dissatisfactions, on the basis of which they can continue to
make occupational choices in the future.

A further point needs to be made about careers guidance for boys
who leave school with the intention gf becoming motor mechanics.
Many of our motor apprentices had been committed to this intention
since before they left school. A number of them said they had
never thought of anything else. They had become interested in
working with motors and engines frequently as a result of their
own cxperience of helping older friends or relatives with repair
work. " During their apprenticcship, however, a number of these
lads became disillusioned and cxpccted eventually to give up garagoe
work. They retained their interest in cars and did not regret having
served their apprenticeship, but they felt unwilling ta think of this
as their life's work. This suggests the danger of allowing boys to
enter the motor repair trades without making them aware both of
the real nature of much of garage work and also of alternatives
which ‘'might,suit them equally well. There is no evidence from our
enquiries arpongst both motor and engincering apprentices that
boys who have on leaving "school a clear commitment to one
particular trade are more likely to be satisfied with it later ord, nor
that an initial lack of fixed intentian is any long-term disadvantage.
To allow boys to go uncritically or thoughtlessly into motor vehicle
apprenticeships on the basis of childhood enthusiasm is to invite
disappointment later on. This i3 not to suggest that young people
should be discouraged from entering the motor trades, but that more
attempts should be made to ensure that those who do so know what
they are about. In general, and not only in-the case of intending .
motor mechanics, occupational choicess made at school ought to
be challenged by the presentation of alternative, although perhaps
less visible, possibilities.

Conclusions

In trying to build, a bridge between the objective and illuminative
sections of this report we have concentrated on problem arcas
which throw 'some doubt on the attempt to use an objective (or
preordinate) approach. It is characteristic of such a resecarch
methodology that the preordinate evaluator acts on the assumption
that there are valid and preconceived notions of success which can
be determined under headings such as mastery, ability and attitudes.
H conceptualises himself as one who intervenes, producing standard-

behavioural objective statements, test items and questionnaire
. v .
R {
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items. Such an approach. however, depends on being able to state
the important purposes of an ecducative process and on being
confident of measuring how far these purposes are achieved. If
sucoessful, a preordinate evaluator gives more objoctivity and
reliability to the results, but in so doing tends to obscure the true
nature of the process being obscryod and measured.

The attempt to use a wide variety of items of information in
accounting for “success” in apprenticeship has indicated the variety
of factors which contribute to a young person's progress through
this process. The mere use of the term ‘“‘success,” however, also
indicates some of the difficulties facing anyone who attempts to
measure such a phenomendn since there seems to be a wide range
of definitions for the term, each of these definitions liable to be
associated with a different set of human characteristics and
behaviours.

At the beginning of apprenticeship in modern times many young
people are being trained ‘‘off-the-job” and it is therefore not
surprising that there is a certain common set of predictors of
“success” in performance terms and that ability (the usual school
measure of ‘“‘success’”) is a major contributor to this set. In the
longer term, however, apprentices’ experiences vary considerably
aoccording to industry and nature of employment and any attempt
to predict “success” in performance’ terms over the”whole of
apprenticeship has to take account of these factors. In addition,
individual differences tend to increase rather than diminish so that
performance can only be measured successfully by reference to_these
differences. .

Within the indlvidual workplace ‘“‘success” in non-performance
terms has a definite meaning and, using a brief rating scheme,
employers or their agents seem able to identify such success more
precisely. Certainly there is & variation within types of employer,

. but within an industry and amongst employers of the same fype,
somo agreement can be observed. Nevertheless, these abilities
apply to very local situations (one firm in one industry or one
industry in one location) and the agreements are at a very basic level.

At another level, “success” is often defined in terms of an
apprentice’s willingness to complete’ his *“time” with his original
employer. Differences here can be attribu to the employer’s
own attitudes to young people and to the way in which he or his
workplace appéals to them. Equally important is: the view the

young person forms of the longer-term prospects offered by that
job with that employer in that industry. »
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While reasons for changmg emplovment e this way can be
desenibed, 1t has been less casy to measme the chinactenstics of
change and almost mmpossible to ddentity, at the begmang of an
apprenticesiup, those least hikely to complete it wWith then onginal
cmployer.  Fspeaally m an mdustiy  such as the motor trade
dominated by small emplovers and characterised by extreme varntion
between workplaces, 1t extiemely dithicult to predict at four years’
distance, how a young pcnsf{n will develop has skalls, attitudes and
motivations vis-a-vis dus fiest employer  In larger fiums, ot m less
individualistic industries, a clearer view of the future can be presented
to a voung person and some success at long-term prediction, using
a talent-matching model, achieved.

By comparison with the fist section of this book, the attempt to
measure Msuccess” has added httle to om understandimg of the
apprenticeship process, but has indicated that small, clearly identifi-
able aspects of “success” can be measured, especally i local,
controlled, situations. Furthermore, the view of the dynanue natuie
of the apprenticeship process presepted in the first section, when
cuntrat:d with the more rigid perspective used in the second scétion,
must réinforce the opinion that preordinate approaches should be
reserved for such restricted situations, and not used wholesale in a
complex area such as appreaticeship. '

BIBLIOGRAPHY

AL LEN, S, (1976), "School leayers and the labour market,”” London Educational
Review, Vol 4:2 and 3.

CENTRAL TRAINING COUNCIL (1970}, Working party on sclection for
training. London: Department of Employment.

CLOSS, S. 1. (1976), APU Arithmetic Test. London: Hodder & Stoughton.

COCHRAN, W. G (1954), "Some methods for strengthening the compion
Chi-square test,.” Biomerrics, 10, pp 417-451.

FNTWISTLE, N. J (1973), “Pcmmullly and academic attainment” in Kduca-
tional Rescarch in Britain, vol. 3, eds. Butcher, H. J. and Pont, H. B.
London: University of London Press.

EFYSENCK, H. J. and EYSENCK, S. B.G. (|964) Evsenck Personality Inventory.
London: University of London Press.

FYSENCK, H. J., EYSENCK, S. B. G. WILSON, G. D. . and TUNSTALL,
D. A. (|97| "Measurement of motivation in predicting success of industria
trainees. London: SSRC.

FRISBY, C.'B., VINCENT, D. F. and LANCASHIRE, R. (1959), Tests for
cnginecrlnga prenfices. London: National Institute for lnduslrml Psychology.

GUION, R. M, 965{ Personnel testing. New York: McGraw Hill.

GUPTA, O. P. C. (1960), APU Test of Mechanical Comprehension. Edinburgh:
Applied Psychology Unit, University of kdmburf

HOGAN, D. (1973), A report on the predictive validity of selection tests for
apprentices in the Electricity Supply Industry. London: Electricity Supply
Industry Training Committee.

-

19b ¢



POSISCRIPT 187

LABOVITZ, S. (1970), " The assignment of numbers to rank order categoned,”’
American Sociological Review, 1S, pp 515-524. :

LIKERT, RENSIS and QUASHA, W. H (1948), The revised Minnesota Paper
Form Board Test. New York: Psychological Corporation

MACKAY, DU ¢t al (197), Labow markets under different emplovmens
conditions. 1.ondon: Allen & Unwin. .

KILLCROSS, M. (. and BATES, W. T, 5. (1975), Selecring the younger traince
(Training Information Paper 8: Training Seivices Agency). lLondon:
HMSO.

NI, N, H.,, HULL, Madlai, JIENKINS, Jean G, STEINBRENNER, Karen
and BENT, Dale H. (197%), Staristical package for the social sclences
(20d edition). New York: McGraw Hill.

ROAD TRANSPORT INDUSTRY TRAINING BOARD (1973), Manpower
in the Seventles, London: Road Transport Industry Training Board !

ROBERTS, K, (1974), “The entry into employment™ in Qceypational choice
ed. Williams, W. M. London: Allen & Unwin. '

SCHOOLS COUNCIEL (1968), Enquiry-1. London: HMSQ.

SIEGEL, 8. (1956), Non parametric statissics. Tokyo: McGiraw Hill,

VENABIES, Ethel (1965), Differences between verbal and  non-verbal
ability in relation 8 personality scores among pairt-time  day-release
students.” British Journal of Social and Clinical Pxychology, 4. hd

VENABLES, FEthel (1974), [Intelligence .and motivation among  day-release
students. Windsor: NFER.

VENESS, Thelma (1962), School leavers: their aspirations umN,\pm‘mn’un.r
L.ondon: Methuen.

WEIR, A. D. (1971), A Day off work ? Edinbuigh: Scottish Council for Research
in Education.

WEIR, A. D. (1973), Profiles of Craft und Technicial apprentices. Anunpublished
report.

W[-flRf)(A. D. and RYRIE, A. C. (1973), Case studics of education and training .
first interim repogs. Edinburgh: Scottish Council for Research in Education.



APPENDIX X

SCOTTISH COUNCIL EOR RESEARCH
IN EDUCATION

CASE STUDIES IN EDUCATION AND TRAINING

Questionnaire to First Year Apprentices

PART 1

Now

'\ 8.

10.

1. Name .

2. Homo Address . . .
3. .
4, Father's Occupation:

Date of birth

Give his kind of work or trade (give detail—eg, not “‘engincer,”
but “fitter’” or *“‘turner” etc. ) -

Date of leaving school . . (month) . (year).
Name of 1. O
What year ®f oocondary nchool were you in at the time of

leaving school, 3rdor 4th? .
If you sat O-grade examinations state what subjocts you sat:

....................................................................................................................................................................

........................................................................................................................................................................

If you have had any other jobs before your prclent ono, please
staté: .
Kind of work Approximate tune held

' (in weeks or montf)s)

................................................................................................................................................
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When you were looking for a job (Please tick)
were you interested only in an apprenticeship?
were you ready to consider a job without an apprenticeship?
did you consider a technician job?
did you cons;dcr any other form of training? (say what)

12. Who influenced you most to apply for an apprenticeship?

13.

14.

1.

16.

17.

18.

19.

(Please tick)
Parents
» Teachers
Friends
Youth Employment Office
Others (say who)

Pleaso state the main reasons (not more than two) why you

wanted a trade.
2. 4

Did any work you did at school hclp you to dccnde that you
would like to be an engineering apprentice? Yesor No . . . .
If yes, state what kind of school work. ... .. .. e .

Is there anythmg that you lcarned at school whlch you think will
be of special use to you in your trade? Yesor No... .. . . .
If yes, say what thmgs ...........................................................................................................

Apan from school dnd You havc any experience of engineering
work before you started work? Yesor No... ...
If yes, say what kind of experience.................oecccnrin

Did you apply to any other firms for an engmeenng apprentice-
ship? Yes or No....c.coc p)

Did you apply to any other firms for other kinkof apprentice-
-ships? Yesor No......nn \ \
If yes state
how many firms you applied to s et
what trades you applied for ‘ .
o

201
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20. Did you attend any Technical College or Further Fducation
College before starting your apprenticeship. Yes or No -
If yes,
what sort of course did you take?
for how many months did you attend?
was it useful to you in getting a job? Yes or No
was it useful in preparing you for your job? Yes or No
21. Did you know before you applied for an apprenticeship that you
would have to attend a Technica] College? Yes or No
22. If your apprenticeship involved spending some time in an
off-the-job apprentice training centre,
did you know this before you applied? Yes or No
did you deliberately choose a firm which has a training centre?
Yesor No .
23. If your apprenticeship does nor involve going to an off-the-job
training centre,
did you know this before you applied? Yesor No . .
did you deliberately choose a firm which did not have a
training centre? Yesor No. ...
24. Here are three methods used in apprcntloc training: ~
A. off-the-job training in a training centre .
B. one day a week at Technical College
C. on-the-job training in the workshops.
Please place these in an order according to how important you
think they are for training a competent enginecr (arrange the
letters A, B, C after the numbers 1, 2, 3 below).

PART 11
Attitude Inventory
We would like you to tell us what you think about the statements

listed below. Please indicate your opinion by putting one of the
following five symbols in the brackets after cach statement:

Strongly agree SA

Agree ¢ A

Undecided U ~

Disagree D -
Strongly disagree SD

O ’ . 202
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10.
1L

12.
13.
14,
15.
16.
17.
18.
19.
20.
21.

22,

27.
28.
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..
/
APPENDIX A

Those who work hard at school get the best jobs.
Thmkmg for yourself usually gets you into trouble.
Itis lmpogtant for a craftsman to know smmthmg
about other trades.

The best thing about leaving school is getting away
from teachers watching you all the time.

The only important thing about a job is money. &
Many things I learned at school will be usefu in
later life.

The methods of the oId craftsman are always the
best.

At school teachers took an interest in me.

No matter what job'you do you can take pride in it.
At school the practical subjects were best.

In 20 years' time wark will be very different from
what it is today.

The discipline at school was too strict.

The only way to get on in life is t0 work hard.

You learn a trade better on the job than in a training
centre.

Too many firms change thmgs just for the sake of
changing them.

People work better when they are left on their own.
I was made to work very hard at schoql.

A skilled craftsman could be trained in not more

than two years. >k
is an

Refusing to do anythmg but your own wo
important way of protecting jobs.

Everyone is agannst you if you have long fair.

A craftsman can take more pride in his work than
other workers can.

Apprentices have to spend too much time in class-

rooms.

. Most craftsmen will need to be re-trained in new

skills during their working life.

. Ihadagoodnme at school. -
25.
26.

It is just by good luck that peopld get good jobs.

It is fair to pay apprentices less than other boys
because they are being taught a trade.

The most important reason for learning a trade is in
order to get a steady, secure job.

Everyone tries to boss the apprentice about.

—
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29. Passing cxammatnpns is important |f you want to
get on ( )
30." The last years at school wero a waste of time. « )
31. It is better to know a lot about one job than a little
about many jobs. ( )
32. It is more important to keep in with your boss than
with your mates. ( )
33. Peoplewho are ambitious usually have a happy life.  ( )
~34. Everyone should stay on at school as long as he can. ( )
35. You can expect to lose a lot of friends if you become
a foreman. ( )
< 36. Teachers at school are only interested in‘the clever
children. (
37. It’s who you know not what you know that matters.
38. Apprentices should have their own trade union. . (
39. Nowadays a skilled man needs to know a lot more
than before. r ( )
40. People are really happier in a place with strict ..
' discipline. ( )
PART III _ .o
Motivation Inventory .

You will sce on the next page a number of sentences suggesting

" feelings you may have about your future life as an apprentioe and
 a craftsman. They are arranged in four scctlons Plcaso start with

Section 1 and do three things:
‘1. First look at the statements in-this section and decide whether

each is important or unimportant for you. If you feel it is
important put an X in column B. If you feel it is not very
important put an X in column A. Please make sure you put
an X for overy gentence.

. Before going on to Section 2, look ‘again at the sentences in

section 1 which have an X in column B, and decide if it is
very important or not. If you think it is very important put
an X in column C.

. Now look again at those sentences jn section 1 which have an

X in column C, and decide which one of them is the most
important, and put an X against that one in column D.

" After you have done that with the sentences in section 1 go on
to the other sections in turn and do the [Tl with them.

204
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% 1. My work should give me something to do all the time.
2. My job should be easy and not make me work too hard.
3. My work should make me feel 1 am being really useful.
. My job should give me good chances of promotion.
My work should not be too dirty.
My wo'rl'( shouk‘i give me a lot of responsibility.
I should be able to t;ie pride in my work.
At my work I should have géod breaks and spells off.
o % My work should be very well paid.
10. I should not have to work long hours.
11 My work should give mi & chance to be in charge of others.
12. My work should'be. near my home.
13. My work should be interesting.
14. My work should make me feel important. -

S T

(Don't start Section 2 unti! you have completed all three things to do in Section 1.

K
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PART 11
Section 2
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15. My. work should make me use my own judgment.

16. My work should make me use my strength.

17. At my work I should have opportunities to learn new things.

18, At my work someone should do the thinking far. me.

19. My work should require a lot of skill. v

20. 1 should leamn all about my work at my place of work.

21. At my work I should have a chance to use my own abilities.

22. Asan apprentice I should not bed(y'nu a skilled man's work.
. 23. My work should give me a good training t:or the future.

B

(Don't start Section 3 until you have completed all three things to do in Section 2).
)

kil

=
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- PART I

Section 3
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24. My work should be amongst pleasant friendly poopi‘q.
_25. Atmy work I shou!d not\be too ciosely supervised.

26. My work should boe in an efficient organisation. >

27. At my work I should have a good and helpful boss.

- 28. 1 should be allowed to do my work without interference X
from customers,

29. My work should be in a clean and tidy pjace.
30. In "ﬁ job 1 should bo able to work regularly with other
people. .

31-. My work sh‘ould be in a well-disciplined organisat};)n.
32. My work should be in a firm with a good reputation.

{ »
(Don’'t start Section 4 until you have completed all three things to do in Section 3).
V <
2 -
‘N ]
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PART 111 f § {
Secrion 4 . 3 E g.
y é
3 .
AlBlC|D

33. At my work I should have a variety of things to do.
34. My job should be a steady and secure one.

' .

35. Atmy work there should alwpys be now machmery md new
methods to learn. |

36. /:; an .ppmnucol should work with the one mde&mn
t

: ' l

37. 1 should bo abldto change jobs quite a lot.
* . !

38. 1 should not be expected to do too many different things at
my work. .

39. My {vork should give me a chance to travel around.

40. 1 should be able to conceatrate on lu}ning one part of my
job at a time. .

. 41, }ifshould beuble to suyln the same trade for the rest of my
.




APPENDIX B

WERKSHOP INVENTORY

. During visits to employers’ premises, information was collected,
in a reasonably informal mannerson the topics listed below. The
responses were subsequently coded®o as to form scales on cach
variable and this data was then assumed to be of an interval type.

1. Information requested from em;ﬂo_vm of engineering apprentices
# .

A The Firm

& W N —
T .

~

What type of work is done by this firm?

Is it an independent company or part of a larger group?
What is the approximate number of employees?

What are the approximate numbers of skilled men in
various trades?

. What are the numbers of apprentices in various tradcs and

stages of apprenticeship? ,

. Is there a bonus or other incentive scheme?
. Are there likely to be changes in type of work or tech-

nology in the next few years affecting the work of skilled
men?

B Recruitment of Apprentices

8.
9.
10.

11

Why does the firm take on approntjces?

How does the firm view appmnu and apprenticeship?
How far do apprentices remain with the firm upon
completing their apprenticoship? o~

How does the firm secure applications for apprcntwcships
(advemsomcnt, Careers Office, informal means)?

. How are apprentices selected for employment?

What types of boys does the firm look for (eg, all for the

~*ordinary work of the trade, or are some roquu'ed for more

14.

advanced work later on, etc.)?
Are there opportunities for”oventual promotlon in the
company fer boys of ability?

197
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C  Training of Apprentices

1S.
16.

17.

18.

19.

20.

21.

What is the firm’s attitude to off-the-job training?

With whom do the apprentices work on the job (with
one journeyman or a group, etc.)? .

Who is responsible for explaining the work of the trado
to apprentices? .

Is it possible to plan a systematic variety of cxperience
for apprentices on the job?

Does the firm’s work provide apprentices with experience

of all aspects of their trade?

How far is it possible to recrut skilled men from other
firms? .

Does the firm come under the levy/grant scheme of a
Training Board, and train to its reccommendations?

D Further Education

22.
23.
24.
25.
26.
27.

28.

Why does the firm give day release to apprentices?

Do the college courses fif in with the company’s Lccds?
How much direct contact does the company have with
the Technical College(s)?

Does the company ask for boys to be put on any particular
coursc(s)lx college? _ .

Are apprefitices encouraged to continue attending college
after the end of their third year?

Does passing or failing college examinations lead to any
reward or penalty, or any change in grade of employment?
Does success at college usually indicate that a boy will
make a good tradesman?

11 Information requested from employers of motor vehicle apprentices

A The Firm

1.
2.

dgwn

What is the approximate number of mechanics?

What are the approximate numbers of skilled men in
other trades?

What are the numbers of apprentices in various trades
and stages of apprenticeship?

What is the number of supervisory staff below service
manager?

. How far is it difficult to retain trained shen?
. What is the nature of the work carried out by the firm?
. How difficult is it to recruit workers?

-

R106 '

[
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10.
1.
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Afo there likely to be changes in type of work or tech-
nology in the next few years affecting the work of skilled
mon”?

Is there a bonus or other ingentive scheme?

Is overtime worked by the men?

Is overtime worked by Ist/2nd yoar apprentices?

B Recruitment of Apprentices

12.
13.
14.

15.

How are the skill demands of the trade changing?

What sort of boy is required to meet these demands?
Are there opportunitics for oventual promotion in the
company for boys of ability?

How difficult is it to recruit the boys you want?

C Education and Training of Ap;\;remices

16.

17.

18.

Is it possible to plan a systematic variéty of experience
for apprentices on the job?

What is the value of the theorctical knowledge imparted
at college?

Do the college courses fit in with the company’s needs?

D Size and Scopé of Firm

19.
20.

Is it an independent company or part of a larger group?
What is the combined nature of its labour force and
type of work? :

-
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PRINCIPAL-COMPONENTS ANALYfES

. i)

1n the following tables the variables included in each scale are
those whose loading on the composite in question exceeded 0-3/
In the few cases where an item loaded to that extent on more than
one composite it was counted in neither. Each compositc vanable
is therefore made up only of those items which loaded significantly
and uniquely on that composite.

TABLE 1
ATTITUDE COMPOSITES

.Scale % of Items*®
Group Number variance included Title
Engineering 1 14 |25, 12,19, | Instrumental
: %0, 22, 25, | Attitude
8
2 10 ; g, 27,29, | Hard Work Attitude
3 8 |s8 24, 30, | Education Attitude
4 1 1,9, 33 Pride-in-the-job
. Attitude
Motor 1 1t 20, 35, 36, | Attitude to
Vehicle 37 Authority
2 "9 :3. 32, 33, | Hard Work Attitude
3 g 7 16, 17, 19, | Self-sufficient
. 28 Attitude
4 7 ;2. 24, 31, | Education Attitude

. Thuoitnmmdoulbdln'ApbendixA.
. o 200
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TABLE 2
MOTIVATION COMPOSITES N
Scale o, of Items*
Group Number vaglance included Title
Engineering | 8 4, 23, 26, portunity
11, 4 otivation
2 6 1, 6,11, 14, | Promotion
' 17, 32 Motivation
3 6 2,59, 10, Working Conditions
12, 4 Motivation
4 b 1,18, 22, lity of Super-
N 25 visikg_Motivation
b 4 20, 28 Autonomy
Motivation
Motor 1 7 8,9, 10, 12, | Working Conditions
Vehicle 22,14 —{ Motivation
2 6 26, 31,3 Nature of Workplace
Motivation
3 s 3,17, 24, Opportunity
R X otivation
4 h] 15, 16, 1 Skill Motivation
21,23
5 h 4, 6, 11, 14, | Responsibility
39 Motivation
* These itéms are detailed in Appendix A. 7
TABLE 3
WORKSHOP COMPOSITES
——— S : e
Scale % of Items* ’
Group Number | varfance | included Title
Engineering 1 27 | 2,4,5 15 | Size and amount of
16, 18, 22 planning
2 14 3, 6,8, 26, | Valuation of skilled
2% work
3 12 11,12, 13 Care taken over
| recruitment
4 10 7 14,177 | Outward-looking
20 nature
Motor 1 28 1,2,3,4,9,| Size
Vehicle 14, 16, 19 :
) 2 13 s, 12,15, Valuation of skill
| 18 and training
3 12 7.17 Recruitment
sources

 * Those ftoms are detailed in Appendix B.
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N
COMPETENCE IN THE WORKSHOP

-

We would be grateful if you would help with a research project
zy giving us your assessment of the work and ability of the above-
athed apprentice. ‘
For each of the $ix items below please put a cm,lc around one
number from | (most favourable) to 5 (least favourable).

favourable unfavourable

1. Practical work :

Is he good with his hands? 1 2 K 4 5
2, Jab-knowﬂ : .

Does he rstand his work well? 1 2 34 5
3. Adapy

Can he a variety of types of

work ? 1 2 3 4 5
4. Attitude to work: ’ ¢

Does he take pride in jt? 1 2 3 4 5
S. Attitude to authority :

Is he loyal to the irm? 1 2 K} 4 5
6. Potential: ’

Is he likely to risc to a hluher job

in the future? 1 2 3 4 L]

s
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Iivery vear thousands of voung people in Great
Britain start the process of 'getting a trade’ by
entoring a eraft apprenticeship, Despite recent
changes, the ancient institution of apprenticeship
still remains the principal means of learning the .
skills needed in industey. This book presents a study
of voun prople serving their apprenticeship in the
engineoring and motor repair trades. It consists of
two parts,

t'he fiest part, which deseribes the gonls and
attitudes of the apprentices themselves and their
views of the training and education they woere
receiving, ofters i lively account, often using the
apprentices’ own words, of what it is like to be an
apprentice today. From this account there is
developed a study of some of the issues and
problems of the apprenticeship system today,
drawing on the views and perspectives of’
employers, training instructors, college lecturers,
and officials of Industrial Training Boards, trade
unions, ete.

The second part is a study of success in
apprenticeship, and sets out to provide a composite
view of the industrial and educational factors which
should be ot assistance in predicting it. The results
reveal the very diverse nature of the industrial
teainn and further education of apprentices, and
draw attention in particular to the importimee of
the place of work in the making of a successtul
apprentice.

The difficultios currently being experienced by
many voung people i findig employment gives
this book added topicality, though its relevance s by
no means ephemeral, It should interest all who feel
concern about the employvment, training, and
further education of vounyg people when they leave
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